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ABSTRACT
This research aims to examine the effects of work-life balance on job satisfaction
and employee commitment: a moderating effect of gender. Primary data were
gathered from the teaching staff of all University of Cape Coast (UCC)
specifically, from five (5) colleges. The total number of teaching staff were 739
consisting of 583 males and 156 females, 400 questionnaires were distributed out
of which 300 were retrieved for the data analysis. Quantitative research approach
was used for the research The data gathered was analyzed using PLS-SEM (Smart
PLS 3) and Statistical Package for Social sciences (SPSS version 23.0). Findings
indicates that, gender does not statistically moderate the predictive relationship
between work-life balance and job satisfaction at University of Cape Coast
although gender had a negative insignificant association with job satisfaction.
Again, gender has no moderating effect on work-life balance and commitment of
employees in University of Cape Coast. All the various components of work-life
balance have some statistically significant weak associations with both employee
commitment and job satisfaction among staff at the University of Cape Coast.
Based on the findings, it is recommended that the design and implementation of
work-life balance policies should be tailored to all manner of workers without
discrimination particularly on staff gender in the university as far as the quest to

enhancing job satisfaction and employee commitment is concerned.
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CHAPTER ONE
INTRODUCTION

Generally, workers usually battle with a developing number of contending
requests with respect to their work and private lives. These requests are stems
from issues related to globalization, work environment changes, segment changes,
social issues and scholarly concerns in children, blended family adjustments,
getting the family organized, balancing home with work life as well as financial
issues (Kinnunen, Rantanen, Mauno & Peeters, 2014). The contention among
work and life influences associations because of its connection to higher turnover,
nonattendance rates and lower execution. Furthermore, work—life strife is known
to be prescient of gloom, satisfaction of job and commitment of workers (Barnett,
Martin & Garza, 2019; Bhattacharya & Verma, 2019; Shams & Kadow, 2019).
Accordingly, the harmony among work and private life is empowered as adjusted
workers are eventually more gainful and inspired.

The concept of Work-life Balance (WLB) arose as a result of workers
edge to find some kind of harmony among work and other non-work areas. As
indicated by Kinman and Jones (2008), scholarly work has gotten similarly
distressing, with possibly genuine ramifications for the labor force and the quality
of advanced education. As a result, to achieve staff wellbeing, work-life balance
concerns is paramount. Gender as a variable has focused on working women
mainly ignoring men in balancing their work and life (Munn, 2013). The male

work force perspective of WLB must also be explored (Haar, 2013).
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Background of the Study

The survival of organizations is reliant of the extent to which workers
balance issues related to their workplace and family. When personnel job life and
individual life do not adjust will brings about work-life contention. Work-life
contention happens when obstruction regarding life and family impedance with
work (Carlson, Kacmar, & Williams, 2000) as cited in Boswell and Olson-
Buchanan (2007). Work-life conflict is additionally known to be prescient of
wretchedness, liquor addiction, uneasiness, mental problems, temperament issue,
enthusiastic fatigue as well as lowered life fulfillment (Anderson, Coffey &
Byerly, 2002; Greenhaus, Parasuraman & Collins, 2001; Ballica, 2010; Bedeian,
Burke & Moffett, 1988; Frone, 2000; Pandu et al.,2013).

Past investigations completed in various nations with various social
associations have indicated that workers and managers experience work—family
dissention. In particular, investigations such as (Beutell, 2010; Choi & Kim, 2012;
Karatepe, 2010; Rathi & Barath, 2013) indicated that balancing issues related to
workplace and household is connected to diminished occupation fulfillment, and
diminished worker responsibility in the company.

The issue of adjusting the requests of work and the requests of life/family
influences all the areas of life. It really influences an entire nation. Companies
have understood that as much as workers are relied upon to perform, they also
have their desires from the company, particularly concerning their wellbeing.
Managers should comprehend that workers have social and societal commitments

separated from work. Businesses have acknowledged that a fulfilled worker is one
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who finds a sense of contentment with him/herself. To find a sense of
contentment with oneself, one needs to be fulfilled in life. A worker who is happy
with his/her employment is certainly steadfast to the work, and clearly, has had
the option to adjust the requests of work and life/family (Otieno, 2010).

Employees who in diverse ways try to strike an equilibrium between work
related domain and that of family related domain possibly experience conflicting
interest between these two domains. This result in the phenomenon termed as
work- family conflict (Charkhabi, Sartori & Ceschi, 2016). For the past three
decades, issues of gender have been a central focus of work-family conflicts
(Martinengo, Jacob & Hill, 2010). In Ghana, gender orientation tends to play an
integral role in family setting. An individual with a gender role orientation may
be of the view that a man is traditionally believed to work hard outside home to
provide the family needs while the female as tradition and culture mandates are
seen as caregivers at homes (Centre for Advanced Human Resource Studies,
2010).

This confirms the common notion that work-family conflict can be
dependent on the sexes involved, in that, females are likely to experience more of
family-work conflict than males (Bloemberg & Beek, 2011). Teaching staffs are
the life blood of tertiary institutions, they are crucial assets to universities to
ensure excellent students produced and are therefore not exempted from the
enormous activities and busyness of merging personal life with their professions
as teaching staff (Acheampong, 2013). They are bogged down with a multiple and

overlapping roles in the quest of meeting their needs and in pursuing a better life.
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They experience tremendous pressure and time strains, to meet stresses associated
with their professional responsibilities as well as cope with personal and family
demands (McClelland, Switzer & Pilcher, 2013; Stimpfel & Aiken, 2013;
Stimpfel, Sloane & Aiken, 2012). It is therefore normal for them to strike an
equilibrium amid the requirements of their professions and their life away from
work.

For Greenhaus et al. (2009) proposed that, WLB can be measured by using
three components - time balance, involvement balance and satisfaction balance.
However, it focusses was mainly on equality but Frone, 2013 suggested that
equality does not necessarily mean balance. Moreover, a most study conducted on
the work life balance on Teaching staff in Malaysia involved other non-work
domains of work life balance. In a study done by Husin, Ghazali, Abdullahand
Hadi (2018) four constructs (factors) were used to measure WLB (work, family,

health, flexible hours).

Statement of the Problem

In Ghana, working in a tertiary institution and for that matter in a public
university like the University of Cape Coast can be stressful among the teaching
staffs (Nsaful, 2016). Conventionally, Munn (2013) opined that work-life balance
has affected working women mainly because of the roles they play in the family
settings. Although, some scholars have empirically investigated the connection
concerning workers balancing their work-life and employee satisfying with their
job and employee commitment (Aziz & Chang 2013; Bee, Baskar & Vimala,
2013; Madipelli, Sarma & Chinnappaiah, 2013; Pandu, Balu, & Poorani, 2013;

4
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Wattis & Yerkes, 2013; Sujata & Singh, 2011), it was contented that gender was
tested from the female perspective.

Likewise, the role of men in the family setting and other life domains has
transformed (Evans, Carney & Wilkinson, 2013; Emslie & Hunt, 2009). Given
this argument, it is significant to inspect the work—life equilibrium of the two
genders (Darcy et al., 2012; Emslie & Hunt, 2009). Work-life irregularity can
subsequently have the conceivable negative consequence on the connections and
emotional well-being of the two sexes (Evans et al., 2013; Haar, 2013; O'zen-
Kapiz, 2002). This study seeks to involve both female and male teaching staff in
this research to cater for both genders on their perspective on work-life balance.

This is in line with the most recent study conducted on work-life balance
and job satisfaction A study conducted by Gounder and Govender (2018) at a call
centre organization established that the connection regarding job satisfaction and

work-life balance is significant and resonant with several other studies (Hasan &
Teng, 2017: Padma & Reddy, 2014; Tumen & Zeydanli, 2016). Although,
existing studies documented a significant positive link between the constructs, an
associated concern is whether the connection is strong or weak.

Extending the existing investigations, some scholars (Haar, Russo, Sufie &
Ollier-Malaterre, 2014) have maintained that the effects of satisfying employees
job as well as employee commitment with respect to work-life balance could be
influenced by gender as the moderating variable. It contended that the
introduction of gender as moderator can either weaken or strengthen the direction

of the relationship (Haar, Russo, Sufie & Ollier-Malaterre, 2014; Watanabe,
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2010). This is because, arguably, workers who are satisfied and committed to the
jobs are more likely to be deal well with their work. In contrast, employees with
lower commitments towards their jobs and not satisfied with their jobs may be
least concern about their work. This study therefore seeks to find out how gender
as a moderating variable influences the relationship between work-life balance
and job satisfaction.

In this regard the study advanced to find out gender as an important
variable can moderate the association regarding WLB and employee
commitment and job satisfaction among the teaching staff in University of Cape
Coast. Most investigations concerning work-life balance have employed the use of

hierarchical/multiple regression analysis or MANOVA to examine relationships,
antecedents of work-life and its effects without knowing the causal effects and its
directions (Darko-Asumadu, Sika-Bright & Osei-Tutu, 2018). None of these few studies
employed the use of the second generation techniques (structural equation modeling-
SEM), specifically, Partial Least Square (PLS) in testing hypotheses. It can be advanced
that structural equation modeling (SEM) is more suitable for testing hypotheses than
other methods especially for testing moderating variables. It further allows for
simultaneous modeling of the relationships among both the exogeneous (independent)
and endogeneous (dependent) variables and how much effect they have on each other
respectively. Structural equation modeling (SEM), unlike the other analytical tools,
helps confirm the correspondence of data and relations in the theoretical model
(Karagdz, 2016).

The use of structural equation modeling (SEM) provided good evidence in

overcoming some inconsistencies in the measurement error as well as multi-
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collinearity issues which are associated often with statistical tools like ordinary
regression. While there may be many studies (Hasan & Teng, 2017: Padma &
Reddy, 2014; Tumen & Zeydanli, 2016) on work-life balance in advanced nations
relative to emerging nations, its significance is more prominent in emerging
nations like Ghana due to growing economic activities and human capital. As a
result, the advancement of work-life balance in the context of Ghana has become
significant and subject of interest for researchers (Mensah, 2016; Darko-
Asumadu, Sika-Bright & Osei-Tutu, 2018).

Essentially, the educational institutions including the Universities like
UCC are under extra pressure to integrate work-life balance policies into their
corporate objectives to meet staff’s needs (Mensah, 2016). It is against this
background that the study required to examine the effect of gender as a
moderating variable between WLB, job satisfaction and employee commitment of

teaching staff in University of Cape Coast.

Purpose of the Study
The purpose was to examine the effect of work-life balance on job
satisfaction and employee’s commitment among Teaching staff in University of

Cape Coast taking into consideration the moderating role that gender plays.

General Objectives
To establish the influence of work-life balance (WLB) on job satisfaction

and the commitment of Teaching staff in University of Cape Coast.
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Research Objectives
The research was directed by the following specific objectives:

1.  To examine the effects of work- life balance on job satisfaction among
Teaching staff at Cape Coast University

2. To examine the effects of work-life balance on organizational
commitment among Teaching staff at Cape Coast University

3.  To assess the effects of gender in moderating the relationship between
work-life balance and job satisfaction;

4.  To assess the effects of gender in moderating the relationship between

work-life balance and employee commitment.

Hypotheses

Hi: There is a significant positive relationship between work life balance and job
satisfaction.

H,: There is a significant gender differences on work-life balance.

Hs: There is a significant gender differences on job satisfaction.

H4: Gender moderates the relationship between work-life balance and job
satisfaction.

Hs: Work-life balance is positively associated with employee commitment.

He: There is a significant gender differences on employee commitment.

H;: Gender moderates the relationship between work-life balance and employee

commitment
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Significance of the Study

This study aims to examine the linkage between WLB and job satisfaction
and employee commitment to understand the moderating role of gender in this
relationship. For this reason, the proposed study seeks to contribute to the
literature in various ways. This study result will add to the existing literature by
bridging any knowledge gaps over the years. For instance, previous studies have
investigated the relationship between WLB and job satisfaction and employee
commitment within limited frameworks where WLB was conceptualized and
constructed narrowly with focus on its specific dimensions such as personal life
interference with work (PLIW), work interference with personal life (WIPL) and
work personal life enhancement (WPLE). The introduction of individual specific
moderators such as gender between WLB and job satisfaction and employee
commitment in this study can provide some insights to fill the theoretical gap in
the WLB literature.

Finally, the findings of this study would benefit educational institutions in
prioritizing their staff’s WLB policies into their corporate strategy in order to
satisfy their staffs in relations to their jobs in boost their commitment levels as
well. Also, educational institutions are more likely to benefit from the study
findings in designing criteria for the management regarding employee WLB while
formulating strategies and giving recommendations job satisfaction and employee

commitment.
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Delimitation
The population of this study included only the Teaching staff of the
University of Cape Coast in the process ignored other categories of staffs within

the University environment.

Limitations

The results of this study should be taken with some considerations in the
light of the subsequent limitations. Questionnaires were used as a means of data
due to the study’s quantitative nature. In this sense, due to the work nature of
teaching staff, some of the respondents felt they were busy and reluctant in
responding to the instrument. Further, some respondents stated that the questions
were bulky to fill. Possibly, respondents would have found it easier if some items

were reduced in number.

Organization of the Study

The study was organized into five chapters. Chapter one focused on the
introduction of the study, background, problem statement, objectives, research
questions, significance of the study, delimitation, limitation and organization of
the study. Chapter two featured the literature review, which makes critical
analysis of information about the proposed topic of research that has been done by
authorities and academics. Chapter three looked at the study design and methods
employed in the study. Chapter four contained the presentation of the results as
well as discussions. Lastly, chapter five summarized the main findings,

conclusion, recommendations and limitations of the study.

10
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Definitions of Terms

In this study, the following operational definitions have been used as key words.
Work-life balance: is the ability an individual has to distribute time and energy
among different aspects of his/her work and life through a conscious awareness.
Job satisfaction: is a state where individuals are fulfilled with what they do, and
effective at what they deal with and feeling content with their job performance.

Employee commitment: is the emotional link of a worker to a company.

Chapter Summary

This chapter provided introduction, background and the statement of the
problem detailing the gaps in knowledge pertaining to the study’s constructs
which necessitated the conduct of this study. Moreover, the justification for the
conduct of the study too was also covered in this chapter. Next chapter covers the

review of literature on the variables of interest.

11
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CHAPTER TWO

LITERATURE REVIEW
Introduction

The literature reviewed focused on relevant concepts as well as the
theories related to this current study. To appreciate the current study fully, some
empirical researches were reviewed to underscore the concepts and framework for

the study. Finally, empirical studies on the variable of interest were also reviewed.

Theories Underpinning the Study
The Spill-over theory has been reviewed in this section. The following

describe details of the theory and its implications on the study.

Spill-over Theory

The theory of spill-over is one of the fundamental speculations controlling
work-life investigations. This examination assists with clarifying the work-life
balance issues of staff from the theory of spill-over viewpoint. The standard
viewpoint of the association in work and life was progressed by this theory.
Constantly the theory investigates the positive and negative impacts of covering
of the two spaces (work and life) which influences work-life balance. Spill-over is
a cycle whereby encounters in a single role influence encounters in the other,
delivering roles more similar. Previous investigations have analysed the overflow
of temperament, qualities, abilities and practices starting with one job then onto

the next (Hill, 2003).

12
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Some research works have proposed that labourers convey the sentiments,
feelings, perspectives, abilities and practices set up in one space to the next and
the opposite way around (Chesley, 2005; Plummer & Acs, 2014; Leung, 2011).
Hill (2003) stimulated that the theory is concerned about the transmission of life
conditions of prosperity starting with one space another. The theory characterizes
the conditions which bring about positive or negative spill over in the work
microsystem and the family microsystem.

This phase occurs at the intra-individual level, within an individual but
across various areas. Theoretically, spill over is seen to be one of two kinds thus,
positive or negative, that is, the encounters moved from one space to the next can
be either negative or positive. Although the concentration in most work-family
examinations has basically been on negative spill over, research has specified that
positive spill-over is also possible (Greenhaus & Powell, 2006; Wayne,
Grzywacz, Carlson & Kacmar, 2007). Positive spill over concludes that
satisfaction and achievement may bring along fulfilment and accomplishment in

an alternate space (Xu, 2009).

13
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Subsequently, positive spill-over can be alluded to as work-family
improvement. This is encouraged by an employment related climate of self-rule,
social assistance which improves work execution and keeps a decent work-life
balance. On the other hand, negative spill-over reasons that challenges and
dissatisfaction in one space could prompt a similar feeling in the other area.
Negative spill-over alludes to the way that issues, misery and gloom in one space
may bring along a similar feeling or feeling into another area (Xu, 2009).

Inter role engagements brings about spill-over impact. Role conflicts
incorporate work-life spill over and labor of spill over. Work-life spill over is
where pressures at work brings about a negative impact on life jobs life-work spill
over is the place where pressures in one's day to day existence negatively affects
work. Work routines, work load, work requests, family issues, wellbeing, can

bring about negative or positive work-life spill over.

Implications of the Spill-over Theory to the Study

The theory established that satisfaction and achievement in an aspect may
transfer fulfilment and achievement in another area (Xu, 2009). Thus employees’
fulfilment and contentment in one domain could lead to satisfaction in another
depending on the job-related environment and social support which improves job
performance and maintains a good work-life balance. The theory stipulates that
Work-life spill over is where pressures at work brings about a negative impact on life
jobs life-work spill over is the place where pressures in one's day to day existence
negatively affects work. Work routines, work load, work requests, family issues,

wellbeing, can bring about negative or positive work-life spill over hence, can affect the

14

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

extent to which they balance their works with their family lives. This may also

affect their job satisfaction and their commitment levels.

Conceptual Review
Work-life Balance

Different authorities have defined and interpreted the concept of work-life
balance differently. This substantiates Carlson, Grzywacz and Zivnuska (2013)
stand that it is hard to find one definition that can be declared as a widely
accepted measure to determine work-life balance construct. Notwithstanding,
Igbinomwanhia, lyayi and lyayi (2012) depicted work-life balance as finding a
harmony between one's work and the life outside work and forming approaches to
convey at work and non-work responsibilities and feel fulfilled and agreeable
about it.

Their definition resounds with Kundi, Qureshi, and Akhtar (2014)
meaning of work-life balance which expresses that WLB is the correct unifying
with regards to work and the life of people. Similarly, Crompton and Lyonette
(2006) are of the assessment that work-life balance is where workers look to
consolidate their paid positions with caring obligations to make a balance (as
referred to in De Kort & Poell, 2016). The above definition echoes that balance
when acquired can upgrade one's prosperity since they are better competent to
adequately distribute their energy and time to the requests they experience
(Whittington, Maellaro & Galpin, 2011). By contrast, an imbalance in one's work
and life can cause non-appearance, disappointment, and low efficiency (Dempsey
& Sanders, 2010; Hdmmig, Brauchli & Bauer, 2012; Whittington, et al., 2011).

15
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Cutterbacks (2005) also defines WLB as the extent to which individuals
manage their time among different aspects of work and life. It can be deduced
that, the implications of the concept WLB is very much individualistic as what
seems to be a balance for an individual may not necessarily a balance for the
other. This present study therefore defines work-life balance as the proper
prioritizing between work and life and accomplishing one’s separate needs most
efficiently and effectively.

Research has exposed that work-life balance can be generated out of two
main factors. Thus, work-life balance has developed from claims of social justice
or a need to redress discrimination, such as women not treated equally (Brack,
2012; Straub, 2007), while others (Beauregard & Henry, 2009; Gotaszewska-
Kaczan, 2015) are of the view that work-life balance has risen out of the necessity
for businesses to be seen as a group that is sensitive and socially responsible as
well as to the control rising problems of absenteeism, health stress, labour
retention and the need.

Paludi and Neidermeyer (2007) considered sixty-eight firms and found
that it not proper for a person to commit their life totally to the firms while
disregarding their own lives. To have sound relations and the public activity of
workers help the firms in improving and building up the characters of workers in
the firm. It has been contended that work-life balance is a significant achievement
and fulfilment of work, family, companions and one's self (Smith, 2010). Visser,

Mills, Heyse, Wittek and Bollettino (2016) posit that balancing work with
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personal life has become imperative because of its influence for individuals as
well as institutions.

Different examinations believed that when workers experience work-life
balance, it brings about improved work and generally overall gratification (Azeem
& Akhtar, 2014; Mas-Machuca, Berbegal-Mirabent & Alegre, 2016; Reindl,
Kaiser & Stolz, 2011), more elevated levels of obligation to the company (Kim,
2014; Azeem & Akhtar, 2014) and decreased turnover aims (Suifan, Abdallah &
Diab, 2016). Also, managers who uphold workers work-life balance try to lessen
workers' work-life clashes to improve their company's exhibition simultaneously,
advantage as far as enrolment points of interest and manager marking (Harrington
& Ladge, 2009; Beauregard & Henry, 2009).

Besides, WLB can impact workers conduct and mentalities, which thusly
decidedly influence associations overall. Moreover, it has been advanced that an
irregularity among work and private life can cause work disappointment, chronic
weakness, outrage and stress each day, and even most exceedingly awful
situation, burnout the physical and mental reaction to long haul pressure (Teasley
& Buchanan, 2016). Also, companies will confront expanded expenses as non-
appearance, low profitability, wellbeing expenses, and turnover, disappointment
and low efficiency (Lazar, Osoian & Ratiu, 2010). On the opposite side, workers
who can accomplish this equilibrium can upgrade their prosperity since they are
better competent to assign their energy to the requests they encounter

(Whittington et al., 2011).
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Frone (2013) stressed that in accordance with the over that equilibrium
happens when an individual encounters low degrees of between job conflict in
blend with elevated levels of between job improvements. It is fascinating to take
note of that Frone's definition utilizes the builds of contention and advancement to
characterize balance. This mirrors the round idea of work/life research that is
found in the writing. Macky and Boxall (2008) referenced that work-life balance
arrangements are made by organizations as a feature of their HR techniques.
Work-life balance strategies are anyway not uniform in their motivation.

Dex and Bond (2005) referred to industry type and firm size as a feature of
the best indicators of work-life balance strategies. They represented that firms
have the most liberal work-life balance approaches. Firms having professionals
are more likely offer work-life balance arrangements. According to Yasbek
(2004), balancing employees work and family life can influence business
execution. Work-life balance arrangements can decrease costs by improving staff
standards for dependability to upgrade efficiency. Different contentions utilize a
trade structure and recommend that as a trade-off for the endowment of work-life
balance arrangements, workers offer the endowment of optional exertion
accordingly expanding efficiency.

There is clear proof that there is no one size fits all business case for work-
life balance approaches. The bigger, econometric examinations are more
uncommon than the contextual analysis work however they do discover a
connection among efficiency and the presence of work-life balance arrangements.

It has been established that workers who are able to balance their work with their
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family lives tends to satisfied with their jobs as well being committed to the work

environment (Carless & Wintle, 2007; Brough, Bauld, Biggs & Ryan, 2008).

Work-life balance in the Educational Environment

In recent years, employers in all sectors are becoming more aware of the
necessity to take care of the WLB of their employees. This is crucial for the well-
being and sustainability of one’s organization (Husin, Ghazali, Abdullah & Hadi,
2018). Teaching staff in tertiary institutions specifically on the University of Cape
Coast campus who were the focus of this study are not spared from the hustling
and bustling of combining family and personal life with their careers as staff.
They are bogged down with multiple and overlapping roles in the quest of
meeting their needs and in pursuing a better life, lecturing, researching,
administrating, counselling, and many others.

Additionally, preparing lecture notes, marking assignments, pursuing
further education (PhD), visiting other tertiary institutions for experience are
some of the responsibilities they have to fulfil (Acheampong, 2013; Arif &

Farooqi, 2014; Husin, Ghazali, Abdullah & Hadi, 2018).

Job Satisfaction (JS)

As suggested by Kaliski (2007) and Yaacob, Kamaruddin, Ahmad & Ali,
(2019) job satisfaction denotes employees' happiness and passion with their work
and the key element that enable them to gain financial results, promotion,
recognition and attainment of firms' goals. This definition is consistent with that

of Erdamar and Demirel (2016) and Landis, et al. (2015) who suggested that job
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satisfaction is a state where individuals are satisfied with what they do, and are
effective at what they deal with and feeling content in all aspects of their job.
Wang, Chou and Lai (2019) and Coomber and Barriball (2007) described
the job satisfaction construct as the assortment of peoples feeling and beliefs they
have about their current organization. Demographic characteristics such as
gender, age, and experience are the most frequently used for measuring their
influence on job satisfaction (Koustelios, 2001). Mullins (2012) on the other hand,
identified individual, social, culture, organizational and environmental factors as
variables that influence and affect the level of job satisfaction. The research
revealed that demographic factors (age, gender, degree) had little or no impact on
job satisfaction. However, the results indicated a relationship between selected
demographic factors and job dissatisfaction (Liacqua & Schumacher, 1995).
Factors such as type of job, working conditions, supervision as well as the
interpersonal relationship among colleagues will be assessed, therefore it seeks to
employ Herzberg's two-factor theory. Spector (1997) claimed that satisfaction of
employee’ job is a positive emotional state that stems from the desire they get
from their work. Velnampy (2008) described job satisfaction as consisting of
positive effects on performance of employees that enhances job participation.
Many scholars argue that employees who have positive attitude towards their firm
are more likely to be satisfied with their job. For instance, Ellis (2009)
documented that firms that contribute towards the wellbeing of their employees

tends to be satisfied with their job.
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Jiskani, Bhatti & Ahmed (2011) expressed that job satisfaction is seen as
familiarity with several aspects because people differ in what they perceive as job
satisfaction. This basically implies that employee job satisfaction includes
opinions, feelings and beliefs of employees about their current work (Mandong,
2017). Muhammad et al. (2013) have categorized job satisfaction into affective
and cognitive gratification. They clarified affective job satisfaction as emotional
state of mind that employees have with respect to their job, while cognitive job

satisfaction involves the extent to which employees are satisfied work diversity.

Employee Commitment (EC)

Employee commitment is the mental obligation of a worker to a company,
the strength of which relies upon the level of worker contribution, worker loyalty
and faith in ethics of the company (BNET Business Dictionary, 2000). While as
per Dick (2011) propose that organizational commitment is an attitudinal element
of work inspiration, showing its structure in individuals' conduct. Employee
commitment was influenced during corporate rearrangement during the late
twentieth Century. This prompted the renegotiation of mental agreement and the
need to create policies for expanding responsibility (Otieno, 2010).

Thus, hierarchical commitment and employee commitment are used
reciprocally. Organizational commitment is a subdivision of worker commitment,
which is contained work commitment, vocation commitment and hierarchical
commitment (Gulbahar, Kundi & Qamar, 2014). Employee commitment is
presented in three structures thus, emotional responsibility, continuation

responsibility and regulating responsibility (Lambert, 2006). The passionate way
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in which people link to their company as well as the ability of such people to
relate to their company is termed as affective commitment (Allen & Meyer,
1996). According to Akintayo (2010), the material advantages a worker gains
from a specific company is also known continuance commitment.

However, normative commitment implies that workers are committed to
continue dealing with a company due to the natural and extraneous prize they get
(Lambert & Hogan, 2009; Rehman & Waheed, 2012) perhaps on the grounds that
they are being paid to work in the company. Studies led by Behav, (2010) found a
positive link between worker's view of the accessibility of high responsibility HR
approaches (Job improvement, advancement and investment) and affective
commitment and job satisfaction. Other exploration examined by (Sholihin &
Pike, 2010) believed that the utilization of execution measures, procedural equity
and relational trust are decidedly associated with hierarchical commitment.

Furthermore, Dick (2011) argued that organizational commitment is
fundamentally affected not by work requests rather the way the power's (work-life

balance programs) of representatives are overseen.

Gender

Studies see that ladies and men have an inclination in working association
that underpins WLB (Burke, 2002). It has been argued that some workers
specifically men feel comfort achieving their organizational goals without caring
for their families. Other streams of studies are of the opinion that female workers
consider their family life and work as important. Watanabe (2010) in his work

found that ladies are the minority workforce and had a lower hierarchical
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responsibility when contrasted with men. In a man centric culture, the effect of
work-life balance is trying on workers especially ladies. This is a direct result of
the real factors of male centric society that sets ladies in a place where family
responsibilities come into genuine clash with their word related life (Aziz &
Cunningham, 2008; Mordi, Simpson, Singh & Okafor, 2010). This is challenging
given the weights on ladies to add to caring for the family regarding monetarily
and financially.

Ladies have taken paid jobs that have resulted into conflict in homes as
demands of the jobs conflict with their family life. Ladies are exposed to work
under pressure just as a work-life unevenness affects their motivation and
obligation to work; this in definite examination encroaches on the efficiency and
execution of organizations as an outcome (Aluko, 2009; Mordi et al., 2010). The
customary African culture and social development have made the duties of ladies
in dealing with their families an enormous obligation when contrasted with men.
Results of dual-career families that create an expanding need for ladies to adjust
these two prevailing circles of life.

With respect to companies, family-accommaodating policies, for example,
adaptable working hours, work game plan, maternity leave arrangements/benefits
in regards to family mind duties and compensation packages have now become
vital pieces of most organizations' human asset to hold responsibility, fulfilment
and inspiration for working females (Netemeyer, Boles & McMurrian, 1996).
Studies have indicated that the customary part of men have changed (Emslie and

Hunt, 2009; Evans, Carney and Wilkinson, 2013). Studies (Emslie & Hunt, 2009;
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Evans, Carney & Wilkinson, 2013) have indicated that the customary parts of
men have changed.

Current cultural and administrative activities are presently pointed toward
urging men to effectively take part in sharing caring schedules and housework.
Studies uncovered that sexual orientation as a variable was analyzed uniquely
from the female point of view (Raiden and Raisanen, 2013). Notwithstanding, it is
significant in the present serious workplace to look at work-life balance from both
point of view (Darcy et al., 2012; Emslie & Hunt, 2009). Work-life balance issues
can negatively affect the connections and psychological well-being of gender
(Evans et al., 2013; Haar, 2013).

Studies regarding WLB suggested that consideration should be given to
other segment profiles, for example, male representatives or Generation-Y (Gen-
Y) since men throughout the years are additionally taking up other home tasks
and are confronted with some degree of work-life irregularity (Hasan & Teng,

2017).

Empirical Review

The purpose of this section is to examine previous studies related to the
objectives of this study, thus effect of work-life balance on job satisfaction and
employee commitment after controlling for the moderating effect of gender
among teaching staff of University of Cape Coast. Below are some of the related

studies:
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Work-Life Balance and Job Satisfaction

It has been argued (Tumen & Zeydanli, 2016) that balancing work with
life related issues is geared towards satisfying employee’s job. Within the social
identity theory's standpoint (Peterson, 2004), employees feel satisfied only when
they have positive perception about the management of their organization. This is
based on the reason that firms’ actions increase employees' identification towards
such firm (Aguilera et al., 2007). It has been well established that satisfying
employees job significantly depend on firms leadership style (Ayudhya, Prouska
& Lewis 2015). Skudiene and Auruskeviciene (2012) and Ayudhya, Prouska and
Lewis (2015) reasoned that if organization behaves in responsible manner, it may
create significant impact on employee job satisfaction.

An investigation on the perception on satisfying employees job established
that firms with family-friendly policies would affect the fulfilment in work-life
balance (Ciric, 2013). In addition, researches conducted by some scholars (Ko,
Hur & Smith-Walter, 2013; Mukururi & Ngari, 2014; Padma & Reddy, 2014;
Hasan & Teng, 2017) posited that perceived organizational support could lead to
satisfying employees job. According to Hill, Hawkins, Ferris and Weitzman
(2001), once satisfaction is gained, employees can execute their responsibilities
competently. Some researchers (Baltes, Briggs, Huff, Wright, & Neuman, 1999;
Reindl, Kaiser & Stolz, 2011) have argued that employees who experience work-
life balance, results in improved job and overall satisfaction which intends leads

to higher levels of commitment to the organization (Friedman & Greenhaus,
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2000; Roehling, Roehling & Moen, 2001), and reduced turnover intentions as
well (Forsyth & PolzerDebruyne, 2012).

However, a decreased satisfaction is a result of negative consequence of
work-life balance (Hill et al., 2001). Gounder and Govender (2018) at a call
centre organization did not also deviate from the above studies. The two
constructs were observed and the study established that satisfying employee’s job
and balancing work with life has a significant positive connection. Based on the
discussion above, it is hypothesized that:

H1. There is a significant positive relationship between work life balance and job

satisfaction.

Work-Life Balance and Gender

Parpart, Connelly and Barriteau (2000) portrayed gender as duties of
individuals that have been socially made. Warren (2004) thought that ladies with
home duties have taken on part- time occupations as an important method to keep
up work market abilities, type of revenue and support revenue outside the home.
Gender orientation may impact the capacity to adjust work and life in a few
distinct manners. In addition, it might mediate between work and other non-work
domains.

Various investigations (Mennino, Rubin, & Brayfield, 2005; Mirowsky &
Ross, 2003; Schieman & Reid, 2008) documented gender orientation differences
in business related issues. For instance, men will in general have higher status
occupations with more self-rule, authority, income, work longer hours without

notice and experience in more toxic conditions than ladies, (Aziz & Chang 2013;
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Bee, Baskar & Vimala, 2013; Madipelli, Sarma & Chinnappaiah, 2013; Pandu,
Balu & Poorani, 2013; Sujata & Singh, 2011; Wattis, Standing & Yerkes, 2013).
On the other hand, Tausig et al. (2005) presented that gender differences in their
work conditions, for example, plan control, instability and weight are less clear.

Even though gender orientation dissimilarities in requests and assets might
be significant for clarifying sex designs in impedance, their varieties across age
are pertinent for possible age-by sex varieties (Asadullah & Fernandez, 2008;
Beham, Drobnié¢, Priag, Baierl & Eckner, 2019; Doble & Supriya, 2010; Aziz &
Cunningham, 2008; Mordi et al, 2010). Notwithstanding, Walker, Wang and
Redmond (2008) and Warrier (2013) claimed non-presence of sex predisposition
in work-life balance. Arif and Farooqi (2014) expressed that sexual orientation
distinction exists in work life balance since work and non-work obligations are
diverse for male and females (Asadullah & Fernandez, 2008; Beham, Drobni¢,
Prég, Baierl & Eckner, 2019; Doble & Supriya, 2010; Aziz & Cunningham, 2008;
Mordi et al, 2010) . Hence, it is hypothesized that:

H2. There is a significant gender differences on work-life balance

Gender and Job Satisfaction

Eroglu, (2000) characterized job satisfaction as a whole inclination which
staffs get from their working environment, executives, associates and companies.
Some researchers including (Singh & Tiwari, 2011; Hussin, 2011; Medina, 2012;
Kehinde, 2011) are of the assessment that job satisfaction of workers of a
company is essential for the administrative achievement. As indicated by disparity
hypothesis, job satisfaction originates from the correlation between the impression
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of current circumstance and some standards (Boyd, Huang, Jiang & Klein, 2007).
Furthermore, the equity theory keeps up that people who work in an organization
contrast themselves as well as other people in an equal situation to decide whether
they are being dealt with decently.

Building on these theories, it has been additionally clarified that factors,
for example, execution, turnover, work inspiration and truancy directly affect a
organizational efficiency. Nonetheless, gender as indicated by Newstrom (1997)
is a significantly related to job satisfaction. The authors emphasized that ladies
report more occupation disappointment than men. He contemplated that variables
including low compensation, restricted advancement openings could clarify such
disappointment. Also, Sousa-Poza and Sousa Poza (2000) attests that gender have
significant effects on teachers’ job satisfaction. Again, many streams of studies
(Crossman & Harris, 2006; Ma & MacMillan, 1999) have recommended that
gender had been analyzed as a personal factor in the employment fulfilment.

In an examination conveyed by Crossman and Harris (2006) on staffs in
different schools, the investigation reported that malewere more fulfilled than
females (Burke, 2002; Fatima, Igbal, Akhwand, Suleman & Ibrahim, 2015; Kifle
& Hailemariam Desta, 2012; Okpara, Squillace & Erondu, 2005). Contrariwise,
(Bedeian, Ferris, & Kacmar, 1992; Klecker, 1997) found females to be more
satisfied with their work requirements.

A study by Gupta and Hyde, (2013) posit that gender does not play a
major role in impacting an employee’s job satisfaction. The result in the research

done by some scholars (Hasan & Teng, 2017; Oshagbemi, 2000; Spencer, Deal,
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Pruthi, Gonzalez, Kirby, Langston & Wallen, 2016) showed that gender does not
have an impact on the relationship between work-life balance and job satisfaction.
It suggests that among working adults, regardless of gender, this relationship does
not exist. Therefore, it is hypothesized that:

H3. There is a significant gender differences on job satisfaction.

Gender Moderate the Relationship between Work-life Balance and Job
Satisfaction

According to the role identity salience theory (Stryker, 1992), the
significance of the family role may heighten the negative link between work life
balance and job satisfaction. Highlighting the tent of the role identity salience
theory (Stryker, 1992), Ford, Miller, and Moss (2001) thought that gender impact
the size of work life balance on job satisfaction. Despite the fact that, a few
researchers have taken on the proposal set up by (Ford et al., 2007), offered
conflicting findings.

The gender role theory (Gutek, Searle & Klepa, 1991) holds that gender
moderate the linkage regarding work life balance and job satisfaction. From the
gender role theory perspective, it is concluded that the family and job satisfaction
have usually been sex explicit, for example, men are seen to be more socialised
such that their vital role in life is that of an employee and a family wage earner,
although women are cultured in the way that their vital role in life is at the core of
the family, as wife, mother and homemaker (Gutek et al., 1991). Building up on
this theory, a few works (Cinamon & Rich, 2002; Mauno & Kinnunen, 2000;

Parasuraman, Greenhaus & Granrose, 1992) have proven that work is more
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integral for a man's personality, though the family is more key for a female. They
concluded that gender has significant moderating influence on the connection
between work-life balance and job satisfaction (Watanabe, 2010). Hence, the
extent of the connection relating to work life balance on job satisfaction may be
moderated by gender.

Therefore, it is hypothesized that:

H4. Gender moderates the relationship between work-life balance and job

satisfaction.

Work-Life Balance and Employee Commitment

The role expansion theory (Barnett & Hyde, 2001) stipulated that taking
numerous roles at the work environment affects the individual performing those
roles. Wayne, Musisca and Fleeson (2004) are of the view that workers who see
the performance of different roles are bound to remain focused on this course and
appreciate the advantages related with it. Relaying on the role expansion theory
(Barnett & Hyde, 2001), Beauregard and Henry (2009) thought that obligation to
work relies generally upon the degree to which workers can adjust work activities
and non-work activities and are happy with the work they do.

Some investigations (Bruck, Allen & Spector, 2002) have documented an
essential connection between work-life balance and employee commitment. They
affirmed that the link regarding work-life balance and employee commitment is
more grounded in ladies than in men. For instance, Behav (2009) posits that
superiors who detailed more significant levels of worker’s commitments were less

inclined to leave the company. Moreover, Darko-Asumadu, Sika-Bright and Osei-
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Tutu (2018), Sakthivel and Jayakrishnan (2002) and Nguru (2018) have analysed
the impact of work-life balance on employee commitment among investment
bankers. Their examination uncovered that there was a positive link between the
two constructs. The authors advanced that men experienced more work-life
balance than ladies.

It was suggested that bankers should benefit by taking paternity leave,
study leave among others. Norm correspondence has consistently been utilized to
clarify the link concerning work-life measures with worker commitments at the
workplace. Workers may feel obligated to their company and also demonstrate
dependability when they realize that administration thinks about their wellbeing
through work-life balance programs. This sort of dependability can enhance their
obligation to that company (Allen & Meyer, 1996). Once staff become satisfied,
they would perform their duties more effectively and will be committed at the
work environment too which will go a long way to enhance the productivity of the
company (Arif & Farooqi, 2014; Forsyth & PolzerDebruyne, 2012; Hasan &
Teng, 2017; Reindl et al., 2011). Hence, it is hypothesized that:

H5. Work-life balance is positively associated with employee commitment.

Gender and Employee Commitment

The employee commitment construct is explained as staffs’ hehaviour that
show the degree to which they get linked with their company (Philips & Gully,
2012; Baldwin, Bommer & Rubin, 2013). The construct has been inferred by
(Meyer & Allen, 1991) as sentimental, persistence and normative commitment
that help distinguish worker's level of association with their company. It has been
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advanced that employees may be loyal to their firm in ways such as sentimental,
persistence as well as normative (Philips & Gully, 2012).

Moreover, Aydin, Sarier and Uysal (2011) contended that workers with
assorted sexes can be separately dedicated to the company in differing levels.
Meyer and Allen (1997) statement identifies with Aydin, Sarier and Uysal (2011)
contention that individual attributes, for example, gender would help anticipate
the commitment levels of workers. Comparable views shared by certain scholars
(Aven, Parker & McEvoy, 1993) have affirmed that gender identifies with the
commitment levels of workers. As indicated by the job model methodology by
(Loscocco, 1990 there are no distinctions in the work behaviours of males and
females.

On the other hand, Loscocco (1990) opined that ladies acknowledge
family functions as the foremost premise of their character prompting a different
direction to work for men, for whom work is central. Empirically (Mathieu &
Zajac, 1990) found a significant connection between the men and women. While
some studies (Marsden, Kalleberg & Cook, 1993; Gumbang, Suki & Suki, 2010;
Farooq & Zia, 2013; Jena, 2015) have documented that men had a stronger
commitment levels than women. However, other streams of research (Gumbang,
Suki & Suki, 2010; Farooq & Zia, 2013; Jena, 2015; Redmond & McGuinness,
2019) submitted that females had a higher level of commitment than males
(Khalili & Awmawi, 2012; Jena, 2015; Messner, 2017).

The following prior studies (Andersén & Andersén, 2019; Akintayo, 2010;

Seong, Hong & Park, 2012) were of the opinion that there is no linkage between
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employee commitment and gender. Besides, a research study embarked by Ngo
and Tsang (1998) to survey whether gender has effects on the business
executive’s commitment, found that executives’ organizational commitment is not
affected by gender differences. Hence, it is hypothesized that:

H6. There is a significant gender differences on employee commitment

Gender moderates the link between WLB and Employee Commitment

The idea of gender is depicted as the obligations of people that have been
socially built (Parpart, Connelly & Barriteau 2000). It has been advanced that
gender orientation comprising of male and female will in general organize work
and family jobs distinctively and that, while men regularly penance additional
time at home for work exercises, ladies will in general forfeit additional time at
work for home responsibilities (Jennings & McDougald, 2007). Ladies’
professional fulfilment has contrarily been influenced by work-family conflicts
for the duration of their lives though men experience unfriendly impacts just at
the later phases of their career (Martins, Eddleston & Veiga, 2002).

As per Martins, Eddleston and Veiga (2002), the conjugal status of a
marital status can impact work-life balance. The author posits that workers who
are connected give greater need to their families' comparative to their work
(Martins et al., 2002). It has been affirmed that there is a link between work life
balance and worker commitment in past analyses however, these investigations
did not decide if gender can direct this leakage (Bruck et al., 2002; Grandey et al.,
2005; Kinnumen et al., 2004; Darko-Asumadu, Sika-Bright & Osei-Tutu, 2018).
Nevertheless, Casper, Harris, Taylor-Bianco, and Wayne (2011) advanced that
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gender is a significant variable that can direct the connection between work life balance

and employee commitment in a work setting. Therefore, it is hypothesized that:

H7: Gender moderates the relationship between work-life balance and employee

commitment

Conceptual Framework

Based on the discussions from the literature review, the conceptual

framework for this study is developed and shown in Figure 1.

Work-life Balance

Personal life
interference with work

Job Satisfaction
e Intrinsic
e Extrinsic

(PLIW)

Work interference with
personal life (WIPL)
Work personal life
enhancement (WPLE)

Employee Commitment

« Affective Commitment
(AC)

« Continuance
Commitment (CC)

e Normative Commitment

(NC)

Gender

Figure 1: Linking Work-life Balance to Job Satisfaction and Employee
Commitment and Gender as a moderating variable.

Source: Author’s construct (2019)

The model illustrates what this study intends to explore the effect of work-

life balance on job satisfaction and employee commitment, the moderating role of
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gender. The broken lines indicate an indirect relationship of the moderating role
of gender on WLB, job satisfaction, and employee commitment. Whereas, the
straight lines indicate the direct relationship that WLB has with job satisfaction
and employee commitment. Furthermore, the dependent variables include
employees' job satisfaction and employee commitment. The job satisfaction is
made up of intrinsic and extrinsic elements whiles employee commitment is in

three forms, affective, continuance and normative.

Chapter Summary

In summary, the purpose of this chapter was to review the related
literature on WLB, job satisfaction and employee commitment. In this case, the
definitions of the key concepts, spill-over theory and its implications to the study
discussed in detail. It also reviewed works of other writers and scholars on WLB,
job satisfaction and employee commitment. More prominently, the hypotheses
outlined in chapter one have also been reviewed. The chapter is also made up of
empirical reviews on WLB, job satisfaction and employee commitment and the

development of a conceptual framework.
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CHAPTER THREE
RESEARCH METHODS

Introduction

The thrust of this study was to examine the effect of WLB on job
satisfaction and employee commitment; the moderating role of gender. This
chapter is made up of the study methods and designs. It describes the procedures
comprising the research approach, research design, study area, population of the
study, sample size and sampling procedure, data collection instrument, the
reliability and validity of the instrument, source of data, data processing and

analysis, ethical considerations and the chapter summary.

Research Approach

Some research experts (Saunders & Bezzina, 2015) postulate that there are
three approaches of research consisting of quantitative research method,
qualitative research method and mixed method. Ofori and Dampson (2011)
submitted that quantitative approach allows researchers to investigate the linkage
between variables. According to Tuli (2010), a quantitative research approach
measures social events through the collection and analysis of numerical data.
Saunders (2012) advanced that the objective of the quantitative research method
is to present generalised results by asking how much and how many questions.

Qualitative approach according to Ofori and Dampson (2011) describes

small aspects of social reality. It has been advanced that the variation between
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quantitative and qualitative researches could be determined by the purpose of a
study (Saunders et al, 2016). Furthermore, mixed method is a research approach
whereby researchers collect and analyze both quantitative and qualitative data
within the same study (Ofori & Dampson, 2011). In this direction, a quantitative
research method was employed for this study. Quantitative research because it
helps in a broad and comprehensive coverage.

Further, data collected through the quantitative research method are
objective and measurable. Golafshani (2003) stated that quantitative research
allows researchers to familiarize themselves with the concept to be examined and
to generate hypotheses to be tested. Aside from its appropriateness for the study,
the quantitative research method was employed to examine WLB, job satisfaction
and employee commitment (Martinez, Pérez & Rodriguez del Bosque, 2014) in

previous studies.

Research Design

Sekaran and Bougie (2016) describe research design as a strategy which
stipulates how data concerning a given research should be collected, measured
and analysed. Similarly, Akubia (2011) clarified research design as the procedure
that researchers establish in a study including the hypotheses and operational
inferences to the final analyses of the data collected. Some research professionals
(Sekaran & Bougie, 2016; Saunders & Lewis, 2016) reported that research design
is in three folds, thus, exploratory, descriptive and causal designs. They are with

the opinion that exploratory design is usually employed when researchers have
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little information about how study variables have been dealt with by previous
studies (Sekaran & Bougie, 2016; Saunders & Lewis, 2016).

Moreover, descriptive design is usually utilized when researchers want to
describe the characteristics of study variables. Furthermore, causal design is
adopted when researchers want to determine how one variable causes another
variable to vary (Sekaran & Bougie, 2016; Saunders & Lewis, 2016). Given this
orientation, this study will employ descriptive research design. This is because, it is
appropriate for determining and recording relationship among different aspects of

the study (Babbie, 2001; Saunders & Lewis, 2007).

Study Organisation

University of Cape Coast (UCC) is made up of both teaching and non-
teaching staff; it has a teaching staff population of 739, which consist of 583
males and 156 females (UCCDHR, 2019). The university by nature is a
community on its own with five (5) colleges - (Distance Education, Education
Studies, Humanities and Legal Studies, Health and Allied Sciences and
Agriculture and Natural Sciences). The research was conducted in University of

Cape Coast and specifically among the Teaching staff in the University.
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Table 1: Description of the Population of the Study

Number of Number of Grand
Teaching Staff

Females Males Total
Assistant Lecturer 42 75 117
Assistant Research Fellow 3 1 4
Associate Professor 11 69 80
Lecturer 54 172 226
Professor 2 26 28
Research Fellow 3 15 18
Senior Assistant Librarian 1 1 2
Senior Lecturer 38 218 256
Senior Research Fellow 2 6 8
Total 156 583 739

Source: Teaching Staff at UCC as at 31* July 2019 (DHR)

Sample Size and Sampling Procedures

According to Burns and Bush (2010), a sample size can have a significant
bearing on how the sample decisions exactly represent the population. 300
questionnaires were retrieve out of 400 questionnaires distributed to teaching staff
who were selected to participate in the study. The sample size was appropriate
based on the target population. Stratified and purposive sampling techniques were
used to select the sample. Stratified sampling technique is a procedure where the
objective populace is partitioned into various subgroups, and then randomly chooses the
final sample relatively from the various groups (Babbie, 2001).

In this investigation, population is heterogeneous in light of the fact that

instructing representatives have a place with various universities, resources, schools and

divisions schools and departments. Heterogeneous population was partitioned into
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homogeneous subgroup, so offices were isolated into various layers and randomly
selects the sample of lecturers of 400. So in this examination, stratified random
sampling was used to reduce the heterogeneity of population. The example size was
dictated by utilizing Taro Yamane's equation. Yamane (1967) gives an improved recipe
to ascertain test sizes. A 95% certainty level is accepted for the investigation.

Taro Yamane’s Formula:

n = Sample Size

N = Total Population

e = Margin of Error

1 = Constant Number

n=—>~N_
" 14N(e)?

off 739
1+739(0.05)2

n =399
~ 400
Purposive sampling is a type of nonprobability sampling technique that
produces a sample that can be logically assumed to be representative of the
population. The purposive sampling technique was used based on the researcher’s
own judgment when choosing the teaching staff of the University. Whiles
purposive sampling was employed to select the lecturers due to the nature of their
work within the University, simple random sampling was used to select four (4)
departments within the colleges due to time and resource constraints. Twenty (20)
departments in all were anonymously selected from the five (5) colleges in the

University with this procedure.

40

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

Data Collection Instruments

Based on the objectives of this study, questionnaire was used to collect
primary data. Primary data source because it suggests new ideas and create unique
information for the study (Easterby-Smith, 2008). Saunders and Lewis (2012)
submitted that primary data are collected from the unknown source. It has been
argued that researchers have to collect primary data that are relevant, accurate,
current and unbiased to a study because it exclusively focuses on current research
problems (Saunders & Lewis, 2012). Primary data can be collected through
observations, interviews, questionnaire among others. In this regard, a structured
questionnaire was chosen as the most suitable instrument in collecting the primary
data for this study.

A questionnaire was developed as a data collection instrument for this
study. Bryman and Bell (2011) argued that more often than not, quantitative
research uses surveys and questionnaires as a procedure for data collection. Self-
structured questionnaire helps researchers to avoid interviewer bias. It ensures the
uniformity of responses in closed-ended questions and guarantees anonymity. The
questionnaire was made up of four sections (Sections A, B, C and D) with scales
adopted from literature. Section A of the questionnaire was made up of self-
developed items to collect demographic information on respondents. Section B of
the questionnaire also collected information on WLB experienced by teaching
staff. Section C also captured important information on job satisfaction. Finally,

section D collected information on employee commitment.
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Pre-testing

To ensure clarity of the questionnaire, it was pretested. Pre-testing the
questionnaire with a smaller group usually helps the researcher to discover the
extent to which the instrument designed with a specific purpose fulfills it.
According to Saunders et al., (2003), pre-testing the questionnaire avoids any
shortcomings before using it with a larger sample. The acceptability of the length
of questions and the time required by the respondents was tested. To ensure
clarity, the questionnaire was given to 20 respondents at this stage. A convenience
sampling technique was used to select the 20 respondents at Cape Coast Technical
University.

The sub scales for the questionnaire was estimated and the results
indicated the reliability co-efficient of the questionnaire, sub-scale ranged
between 0.85 to 0.71 which shows reasonable levels of internal consistency
reliability of measures used in this study. The questionnaire was adopted based on
the rule of thumb that, the data set is acceptable if Cronbach's Alpha is above 0.7

(Pallant, 2010),

Data Collection Procedure
An introductory letter was obtained from the Department of Management
to prove the authenticity of this research work. A copy of the introductory letter
was given to the Provost of the various colleges for respondents to be convinced
enough that the research was for academic purposes. A copy of the introductory
letter was also made available to all participants who fell within the domain of
the area to participate. The reason was to make it possible for the participants to
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familiarize themselves with the issues for discussion. An ethical consideration
concerning the study was communicated to ensure the protection of information
gathered from respondents.

The procedure ensured that responses given by respondents cannot be
traced back during the data analysis to achieve confidentiality and anonymity.
The purpose of the study was explained to the participants and encouraged to
participate and respond to the questions. After explaining the rationale of the
study to them, a convenient date and time was set for the collection of the

instrument from the respondents.

Reliability and Validity of the Instrument

Reliability discusses the extent to which data collection procedures will
produce consistent results (Saunders et al., 2007). According to Bowling (2009),
reliability is achieved when keeping results at a consistent level regardless of
changing of time and place. With reference to this study, reliability was checked
by following the positions of (Chin, 1998; Hulland, 1999; Henseler, Ringle &
Sarstedt, 2015). According to these scholars, reliability of constructs is assessed
by examining the reliability of individual items, internal consistency reliability
and convergent and discriminant validity. As suggested by Henseler, Ringle and
Sarstedt (2015), factor loadings of items are reliable if their outer loadings are 0.7
or more.

Chin (1998) and Hair et al. (2014) have explained validity as the reality of
results from a study and whether the results are what they seem to be. To ensure
the validity of the research questionnaire, it was given to my supervisors for their
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assessment. Their recommendations were taken into account and implemented
accordingly. Based on this study, the researcher determined the validity of
concepts by investigating the AVE of the model. Netemeyer, Bearden and Sharma
(2003) argued that construct validity measures the uniformity in measurement
items much like the Cronbach alpha. Likewise, Bagozzi and Yi (1988) have
opined that the composite indexes need to be 0.7 otherwise, greater in order to
determine the validity of constructs.

Fornell-Larcker (1981) stated that discriminant validity reflects how latent
variables separate from other variables. To determine discriminant validity in this
study, the AVE in each latent variable was used.

Table 2: Reliability Co-efficient of the Questionnaire’s Sub-scales

Variables Number of items  Co-efficient
Work-life balance 15 0.84
Job satisfaction 20 0.78
Employee commitment 24 0.74

Measurement of Variables
Independent Variable

This study measured work-life balance following Fisher-McAuley et al.
(2003) scale, WLB was measured based on the 15-iteration scale. The original
scale consists of 19 items, designed to guarantee three levels of balance between
professional and personal life: Work Interference with Personal Life (WIPL),

Personal Life Interference with Work (PLIW) Work/Personal Life Enhancement
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(WPLE). Several studies (Hayman, 2003; Dolai, 2015; Mensah, 2016) have

adopted this scale in measuring WLB with internal validity of 0.712.

Dependent Variables
Job Satisfaction Scale (JSS)

In measuring job satisfaction, the 20 item scale of Minnesota Satisfaction
Questionnaire (MSQ) short-form was adapted and used. This scale was created
and approved by Weiss, Dawis, England and Lofquist (1967). Opoku Mensah
(2016) opined that this scale has Cronbach alpha of 0.874. As indicated by Houser
and Chace (1993) out of these twenty items in MSQ, which centers around the
inherent scale which gauges workers’ inward sentiments about their occupation
obligations, six items were the outward scale which estimated organization

polices and the nature of working conditions.

Employee Commitment Scale (EC)

Following Allen and Meyer’s (1993), the employee commitment concept
was measured using the eighteen item scales of Three-Component Model of
Employee Commitment Survey. Several studies (Panaccio & Vandenberghe,
2011; De Gieter, Hofmans & Pepermans 2011; Somers, 2009; Solinger, van
Olffen & Roe, 2008; Allen & Meyer, 2004; Powell et al., 2004; Lum, Kervin,
Clark, Reid & Sirola, 1998; Allen & Meyer, 1990) have used this scale in the

educational settings.
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Data Processing and Analysis

The analytical process of data collected of this study was presented in
descriptive statistics and were organized based on the research objectives
employing SPSS. In testing the hypotheses formulated, partial least square (PLS-
SEM) technique was employed. Data cleansing and entry were done in SPSS
format and afterwards, the completed data file was imported into the PLS for the
Structural Equation Modelling Analysis. Among variance-based estimators, PLS
path modeling is the most developed, as it is embedded with the capacity to model
both factors and composite (Schberth, Henseler & Dijkstra, 2018). Additionally,
partial least square estimation technique (PLS) was used to analyze the path
coefficient (B), level of significance with its related p-values from bootstraps,
collinearity among constructs using the variance inflation factor (VIF), goodness
of fit with coefficient of determination (R?), effect size (f ?) and predictive
relevance (Q?).

The personal background of participants was analyzed using frequencies
and percentages. Hypotheses 1, 4, 5 and 7 were tested using structural equation
model however, hypotheses 2,3 and 6 were tested using independent sample T-
test (SPSS version 25), because PLS-SEM does not allow for testing difference
for independent variables. All the hypotheses were tested under 95% confidence

interval and a significance level of 0.05.
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Common Method Bias

According to Podsakoff, Mackenzie and Podsakoff (2012), Common
Method Bias (CMB) is a measurement error which can occur due to self-report
measures. Possible causes of CMB is the implicit social desirability associated
with answering survey questions in a particular desirable way causing indicators
to share a common amount of variation (Kock & Lynn, 2012). This bias can lead
to unsound conclusions because it can inflate or deflate a given relationship
among variables (Doty & Glick, 1998). The Harman’s single factor test, the most
widely used test in literature to control against CMB (Podsakoff et al., 2012), was
conducted in this study. In line with the Harman’s single factor test, which
proposes that items must have a variance of less than 50%, all items measuring

variables in this study were entered into an exploratory factor analysis.

Ethical Considerations

Ethical considerations involve the issues of confidentiality of the
respondents. Ethical standards are behaviours that guide the researcher on how to
research concerning the rights of those who participate in the research. The
researcher guaranteed the confidentiality of the participant’s responses by
inserting a brief note in the questionnaire on the anonymity of the answers.
Authorization to conduct the study within the university was granted by top

management.
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Chapter Summary

The study adopted a descriptive design and a quantitative approach to
this research. A multi-stage (stratified random and purposive) sampling
technique were employed to select 400 teaching staff employees from the
University of Cape Coast for this study. Data were gathered predominately by
the help of structured questionnaire which consisted four sections and was
analysed utilizing SPSS version 23.0 and Smart PLS 3. Ethical considerations
and measures of ensuring the validity and reliability were adequately explained

and adhered to.
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CHAPTER FOUR
RESULTS AND DISCUSSION

Introduction

The study essentially sought to assess effects of work-life balance on job
satisfaction and employee commitment after controlling for the moderating effect
of gender among teaching staff of University of Cape Coast. Chapter Three
presented information relating to the specific research methods, procedures and
techniques that were employed to approaching the conduct of the empirical
primary data gathering, processing, analysis and presentation of findings. This
chapter presents information relating to the findings in respect of the specific
research objectives and hypotheses that were pursued. Again, detailed discussions
regarding the findings with reference to implications and previous empirical
positions were also done for each of the specific objectives that were analyzed.
The chapter first of all gives information with respect to the demographics of the
respondents and then follows through with other specific research objectives.
Demographic Information

Table 3: Demographics of Respondents

Variable Option Frequency Percentage
Sex Male 203 67.7%
Female 97 32.3%
Marital status Single 54 18.0%
Married 236 78.7%
Divorced 7 2.3%
System missing 3 1.0%
Highest level of  Assistant lecturer 42 14.0%
qualification
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Table 4 continued

Lecturer 129 43.0%

Associate professor 14 4.7%

Others 115 38.3%
Affiliated college  Distance education 67 22.3%

Education Studies 52 17.3%

Humanities and Legal Studies 60 20.0%

Health and Allied Sciences 76 25.3%

Agriculture and Natural 36 12.0%

Sciences

System missing 9 3.0%
Length of service  0-5 years 102 34.0%

6-10 years 106 35.3%

11-15 years 59 19.7%

16-20 years 21 7.0%

21 years and above 10 3.3%

System missing 1 0.3%
Employment Full time employment 146 48.7%
status of spouse

Unemployed 120 40.0%

System missing 34 11.3%
Respondents Yes 202 67.3%
living with their
spouses

No 67 22.3%

System missing 31 10.3%
Working hours 8 hours 203 67.7%
per day

Above 8 hours 96 32.0%
Working hours 24 hours 21 7.0%
per week
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Work arrival time

Closing time

Respondents with
children

Number of
children of
respondents

30 hours
32 hours
40 hours
24 hours
48 hours
50 hours
6:00 am
7:00 am
8:00 am
9:00 am
3:00 pm
4:00 pm
5:00 pm
6:00 pm
7:00 pm
8:00 pm
Yes

No
System missing

1 child

2 children
3 children
4 children
5 children
7 children

System missing

51
165

54

52

218

21

210

59
17

249

44

85

109
39
10

o1

0.3%
17.0%
55.0%
0.7%
18.0%
2.0%
3.0%
17.3%
72.7%
7.0%
3.0%
70.0%
19.7%
5.7%
1.3%
0.3%
83.0%

14.7%
2.3%
28.3%

36.3%
13.0%
3.3%
1.7%
0.3%
17.0%

o1
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Table 4 continued

Primary source of Daycare center 2 0.7%
childcare
Spouse 190 63.3%
Family members 38 12.7%
None of the above 40 13.3%
System missing 30 10.0%
Respondents with Yes 142 47.3%
other dependents
No 156 52.0%
System missing 2 0.7%
Number of 1 98 32.7%
dependents
2 45 15.0%
3 3 1.0%
4 2 0.7%
System missing 152 50.7%

Source: Field survey, (2020)

The demographic information of the respondents shows that most of the
respondents were male (67.7%) whilst the remaining 32.3% were female. The
marital status of the respondents also shows that most of the respondents are
married (78.7%) while only 2.3% of the respondents were divorced with the
remaining 1.0% missing from the system. Regarding the highest level of
qualification, it was discovered that most of the respondents were lecturers
(43.0%). This was followed by those who are assistant lecturer representing 14%
and then those who are associated professor represented 4.7% whereas 38.3% of
the teaching staff had other level of qualifications. The overall level of

qualification structure of the respondents therefore shows that the respondents are
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relatively youthful and therefore management of University of Cape Coast can
take advantage of this and make intensive use of these human capitals over the
remaining useful lifespan of these teaching staff. The overall insight provided by
this finding is that the respondents are highly educated and therefore this qualifies
them to teach in the University of Cape Coast.

Besides, affiliated college also portrays most of the respondents have an
affiliated college. Thus, about 25.3% of the respondents are affiliated to the
college of Health and Allied Sciences whiles 22.3% of the respondents also
represented those who were affiliated to the college of Distance Education. Those
who were affiliated to the college of Humanities and Legal Studies represented
20.0% whereas 17.3% were affiliated to the college of Education Studies. 12.0%
stood for those who are affiliated to the college of Agriculture and Natural
Sciences with the remaining 3.0% missing from the system. The findings relating
to the length of service respondents showed that most of the respondents have
served between the years of 6-10 (35.3%). 34.0% of the respondents have served
between 0-5 years whilst 19.7% have served between 11-15 years. 7.05% have
served between 16-20 years whereas 3.3% represented those who have served 21
years and above whilst 0.3% where missing from the system. The overall
implication of this study is that the respondents were fairly represented and
therefore their reliance on the information gathered from the primary data is

deemed reliable.
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The demographic information of the respondents regarding the
employment status of their spouses further shows that most of them were full time
employees (48.7%) whilst the remaining 40.0% were unemployed whereas 11.3%
were missing from the system. The respondents living with their spouses also
shows that most of the respondents are living with their spouses (67.3%) while
only 22.3% of the respondents were not living with their spouses with the
remaining 10.3% missing from the system. Regarding the working hours per day,
it was discovered that most of the respondents were working 8 hours per day
(67.7%). This was followed by those who were working above 8 hours represents
32.0%. The overall level of working hours per day of the respondents therefore
shows that the respondents are relatively working within the stipulated working
hours.

The demographic information of the respondents regarding the working
hours per week shows that most the respondents worked 40 hours per week
(55.0%) whilst 18.0% represents those who works 48 hours per week (18.0%)
whereas 17.0% were those who works 24 hours per week. Those who work for 50
hours per week stood at 2.0% while 0.7% represents those who work for 24 hours
per week with the remaining 0.3% represents those who work for 30 hours. The
work arrival time shows that most of the respondents arrive at work at 8:00 am
(72.7%) while 17.3% of the respondents arrive at work at 7:00 am whereas 7.0%
arrives at work at 9:00 am. Only 3.0% of the respondents represent those who
arrive at work at 6:00 am. Regarding closing time, it was discovered that most of

the respondents were closing at 4:00 pm (70.0%). This was followed by those
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who were closing at 5:00 pm represents 19.7%. 5.7% of the respondents close
from work at 6:00 pm whereas 3.0% represents those who close from work at
3:00 pm. 1.3% and 0.3% of the respondents are those who close from work at
7:00 pm and 8:00 pm.

The demographic information of the respondents regarding the
respondents with children shows that most the respondents were having children
(83.0%) whilst the remaining 14.7% were not having children whereas 2.3% were
missing from the system. The number of children of respondents shows that most
of the respondents with 2 children represent (36.3%) while 13.0% of the
respondents have 3 children whereas 1.7% has 4 children. Only 0.3% of the
respondents represent those having 7 children. Also, 28.3% represents those with
just a child. Regarding primary source of childcare, it was discovered that most of
the respondent’s spouse were the primary source of childcare representing 63.3%.

This was followed by 12.7% of those whose primary source of childcare
were their family members. 13.3% represents none of the above whereas the
remaining 10.0% was missing from the system. Again, the study showed that
respondents with other dependents represented 47.3% whereas 52.0% of the
respondents had no other dependents with 0.7% missing from the system. Lastly,
the number of dependents which was 1 represents 32.7%, 2 representing 15.0%,
and 3 representing 1.0%, 4 representing 0.7% whereas the remaining 50.7%

represented the numbers that were missing from the system.
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Analysis of the Main Results

Following the positions of some researchers such as (Fornell & Larcker,
1981; Bagozzi & Yi, 1988; Chin, 1998; Hulland, 1999; Yoo & Alavi, 2001; Hair,
Ringle & Sarstedt, 2011; Ringle, Wende & Becker, 2015; Schberth, Henseler &
Dijkstra, 2018), the partial least square estimation technique (PLS- SEM) results
started with examining the structural model’s dependability as well as the validity
to establish its fitness through analyzing the following: internal consistency and
reliability of individual item, discriminant and convergent validity. The composite
reliability was determined to affirm the construct reliability in the structural
model. Some research intellectuals (Henseler, Ringle & Sarstedt, 2015) are of the
opinion that, an indicator is considered reliable when its outer loading is higher
than 0.7.

However, it has been affirmed that the average variance extracted (AVE)
can be used as a benchmark to determine indicators to be removed from the
model. Concerning construct validity, the AVE should be 0.5 or higher (Chin,
1998; Sharma, Shmueli, Sarstedt, Danks, & Ray 2019; Sarstedt, Ringle, Cheah,

Ting, Moisescu & Radomir, 2019).

Hypothesis 1: To examine the effect of work-life balance on job satisfaction
among teaching staff at Cape Coast University Measurement Model
It has been confirmed that for internal consistency to be reliable, the

constructs must have Cronbach’s Alpha value of 0.7 or above (Ringle, Wende &
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Becker, 2015; Hamid, Sami & Sidek, 2017). This criterion was met by all the
constructs in Table 5.

Table 4: Construct Reliability and Validity

Average
Cronbach’s o A Composite Variance
Alpha = Reliability Extracted
(AVE)
Job satisfaction 0.955 0.957 0.960 0.616
Pgrsonal life interference 0.788 0813 0860 0.608
with work
Worklnte_rferencewnh 0.891 0910 0924 0.752
personal life
Work peleRiiiilie 0.824 0.834 0.894 0.738
enhancement

Source: Field survey, (2020)

Some research intellectuals (Henseler, Ringle & Sarstedt, 2015; Garson,
2016; Henseler, Ringle & Sarstedt, 2012; Henseler, 2017) are of the opinion that,
an indicator is considered reliable when its outer loading is higher than 0.7.
Hence, it can be confirmed that all the constructs are reliable. This indicates that
the composite reliability of each construct has been attained thus, confirming the
construct reliability (Ringle, Wende & Becker, 2015).

According to Dijkstra and Henseler (2015) and Henseler (2017), rho_A
has been subsequently perceived as the main PLS unwavering quality measure,
which is presently the solitary predictable dependability proportion of PLS. The
dependability measure rho_A is a gauge for the squared connection of the PLS
score. It should have a base score of 0.7 (Henseler, 2017). From the findings all
the constructs had a rho_A is higher than 0.7. Thus, for Job satisfaction
(rho_A=0.957), personal life interference with work (rho_A=0.813), work

interference with personal life (rho_A=0.924) and work personal life
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enhancement (rho_A=0.894). It is therefore conclusive that the constructs were all
reliable.

Concerning construct validity, the AVE should be 0.5 or higher (Chin,
1998; Sharma, Shmueli, Sarstedt, Danks, & Ray 2019; Sarstedt, Ringle, Cheah,
Ting, Moisescu & Radomir, 2019). Per the average variance extracted (AVE)

values, the structural model has attained convergent

Discriminant Validity

Some researchers (Fornell & Larcker, 1981; Hair, et al., 2014; Hair, Hult,
Ringle & Sarstedt 2016; Hamid, Sami & Sidek, 2017) have opined that
discriminant validity is satisfactory when the square root regarding the AVE of
each construct is higher than the correlations with all other constructs. The

findings in Table 6 showed that all the constructs accurately measured discriminat

validity.
Table 5: Heterotrait-Monotrait Ratio
Job Personal life Work
s T interference with interference with
work personal life
Job satisfaction
Personal life
interference with 0.264
work
Work mterfere_nce 0.426 0.136
with personal life
Work personal life , 5y 0.188 0.683

enhancement

Source: Field survey, (2020)
Structural Model
The researcher proceeded to examine the study hypotheses having met

construct and indicator reliability, convergent and discriminant validity criterion.
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In this instance, the path coefficient(p), level of significance with its connected p-
values from 5000 bootstraps, collinearity among constructs using the variance
inflation factor (VIF), goodness of fit with coefficient of determination (R?),
effect size (f%) and (Q?) predictive relevance were determined to confirm the
hypotheses.

Table 6: Outer Loadings

Latent Variable Indicators Loadings P Values
Personal Life Interference with Work
PLIW 20 0.740 0.000
PLIW 21 0.848 0.000
PLIW 22 0.854 0.000
PLIW 23 0.661 0.000
Job Satisfaction
SEC 11 0.785 0.000
SEC 12 0.775 0.000
SEC 13 0.716 0.000
SEC 14 0.795 0.000
SEFC L5 0.746 0.000
SEC 16 0.783 0.000
SEC 18 0.716 0.000
SEC 19 0.772 0.000
s 2 0.744 0.000
SEC 3 0.787 0.000
SEC 4 0.858 0.000
SEC 6 0.842 0.000
SEC7 0.794 0.000
SEC 8 0.823 0.000
SEC 9 0.835 0.000
Work Interference with Personal Life
WIPL 15 0.872 0.000
WIPL 16 0.877 0.000
WIPL 17 0.838 0.000
WIPL 18 0.882 0.000
WIPL 25 0.857 0.000
Work Personal Life Enhancement
WIPLE 26 0.000
WIPLE 27 0.000

Source: Filed survey, (2020)
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Henseler, Ringle and Sarstedt (2015) and Hair, Hult, Ringle and Sarstedt,
(2014) opined that an indicator is considered reliable when its outer loading is
higher than 0.7. However, the average variance extracted (AVE) can be used as a
benchmark to determine indicators to be removed from the model. Against this
assertion, some of the indicators have not been deleted due to the attainment of
AVE. Hence, it can be confirmed from Table 7 that all the constructs have
attained values above the minimum threshold value of 0.7. This, therefore,
indicated that the composite reliability of each construct has been attained thus,
confirming the construct reliability.

This finding shows that the items that measured the various constructs
(Personal life interference with work, work interference with personal life and
work personal life enhancement) under consideration are reliable in the context of
this study and therefore it justifies the relationship being established among the
constructs of interest in this study. The non-reliable items were dropped through
the iteration process during the validation process of the measurement model
(quality criteria) that were to be met before one could proceed to analyze the
structural model when it comes to assessing reflective models in SMART PLS.

Table 8 presents information regarding the path co-efficients of the
predictors regarding their contribution to the variance in job satisfaction. These

paths co-efficients are unstandardized by nature.
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Table 7: Path Coefficient

Job .. p
satisfaction T Statistics Values
Personal I_|fe m_terference with work -0.193 4.419 0.000
-> Job satisfaction
Work mte_rferer_lce with personal life 0217 3.662 0.000
-> Job satisfaction
Work personal life enhancement -> 0.301 5093 0.000

Job satisfaction

Source: Field survey, (2020)

The path co-efficient indicates that personal life interference with work
was significant but negative predictor of job satisfaction among the respondents
(Beta=-0.193; p=0.0001: p<0.05) when the effect of other factors in the model
were statistically controlled for. This contribution is a statistically significant
contribution. This contribution was positive. It thus shows that a unit increase in
personal life interference with work (as a construct) will cause 0.193 fall in job
satisfaction. Furthermore, it can be confirmed a decrease in personal life
interference with work will cause 0.193 rise in job satisfaction among workers of
University of Cape Coast. On the contrary, it was discovered that work
interference with personal life contribute substantially in predicting job
satisfaction. This claim is supported that these facts: Beta = (0.217); p=0.0001:
p<0.05). This finding indicates that a unit increase in work interference with
personal life (as a construst) will cause 0.217 increase in job satisfaction. Besides,
it can be confirmed a decrease in work interference with personal life will cause
0.217 fall in job satisfaction.

Furthermore, the study revealed that work personal life enhancement
contribute substantially in predicting the difference regarding job satisfaction.

This claim is supported that these facts: Beta = (0.301); p=0.0001: p<0.05). This
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finding indicates that work personal life enhancement (as a construst) will cause
0.301 increase in job satisfaction. Conversely, a decrease in work personal life
enhancement will cause 0.301 fall in job satisfaction. Mathematically, the
estimated regression model is presnted as follows: Job satisfaction = -
0.193*personal life interference with work + 0.217*work interference with
personal life + 0.301*work persoonal life enhancement.

The implications of these findings are that personal life interference with
work reduces the level of job satisfaction among workers in University of Cape
Coast. This shows that special managerial needs to be placed on improving the
conditions that affect the indicators of personal life with work interference if the
university is to make these factors strong enough to contribute to improving job
satisfaction among workers of University of Cape Coast. It is prudent for
management to eliminate personal life interference with work if they are to
improve job satisfaction. This confirms the claims by some emprical studies
(Boamah & Laschinger, 2016; Darko-Asumadu, Sika-Bright & Osei-Tutu, 2018;
Gounder & Govender, 2018; Hasan & Forsyth & PolzerDebruyne, 2012; Kaushal,
2019; Fisher, Bulger & Smith, 2009; Susi, Jothikumar & Suresh, 2019; Teng,
2017).

On the other hand, the findings show that work personal life enhancement
has the strongest influence on predicting the positive variance in job satisfaction
although work interference with personal life equally contributes significantly in a

positive manner to causing the positive variance in job satisfaction. Relying on
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the measures these components of work-life balance at University of Cape Coast,

they have the capacity to improve employee job satisfaction.

Effect Size and Predictive Relevance

Cohen (1988) opined that it is vital to determine how considerable the
effects are by measuring their effect size. The effect size values f>>0.02 means
small, £>0.15 represent medium and f>>0.35 denotes large effect sizes (Cohen,
1988; Hair et al, 2016). Following (Gotz, Liehr-Gobbers & Krafft, 2010; Hair et
al., 2014) position, a Q* value higher than zero can be regarded as having a
predictive ability. Therefore, the predictive relevance Q? values of 0.02 represent
small predictive relevance, 0.15 denote medium predictive relevance and 0.35
means large predictive relevance.

Table 8: Effect size (F2) and predictive relevance (Q2)

Job satisfaction

FZ QZ
Personal life interference with work 0.051
Work interference with personal life 0.042 0.155
Work personal life enhancement 0.080

Source: Field survey, (2020)

Per the thresholds established early on, one can conclude that all the
various components of work life balance including personal life interference with
work, work interference with personal life and work personal life enhancement
are weak predictors of job satisfaction in University of Cape Coast. This does not
suggest they are not useful predictors of job satisfaction among workers in

University of Cape Coast rather personal interference with work at the moment
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reduces the level of job satisfaction among the workers of the said institution in a
weak manner.

Again, both work interference with personal life and work personal life
enhancement improve job satisfaction among the respondents slightly hence the
need to concentrate creating the necessary conditions and strategies that
implemented to improve the measures of personal life interference with work in
order to induced desired organizational outcomes. With respect to the Q? some
scholars (Gotz, Liehr-Gobbers & Krafft, 2010; Hair et al., 2014; Hair et al., 2016)
opined that value of 0.155 indicates that the entire model has a medium predictive
relevance on job satisfaction. This does suggest that the model to some extent has

predictability on job satisfaction among the teaching staffs at UCC.

Co-efficient of Determination

R-square which has been regarded as the effect size measure in path
models (Garson, 2016). To this effect, tentative cut-off points have been
recommended (Garson, 2016; Hock & Ringle,2006). The R? values in the
structural model determine its general goodness of fit. It has been stated that the
R? value of 0.25 is considered as weak, 0.5 is moderate and 0.75 is large (Hock &
Ringle, 2006; Hair et al., 2014; Garson, 2016).

Table 9: R?

R? R’ Adjusted

Job satisfaction 0.270 0.262

Source: Field survey, (2020)
From the results in Table 10, it can be seen that work-life balance as
measured by personal life interference with work, work interference with personal
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life and work personal life enhancement accounted for 27.0% substantial
improvement in job satisfaction among the respondents. It thus means that work-
life balance as measured by personal life interference with work, work
interference with personal life and work personal life enhancement causes weak
positive significant improvement in job satisfaction among workers in University
of Cape Coast. This study confirms the claims of some previous emprical studies
that concluded that the level of job satisfaction among employees is somehow
dependent on the nature of existence of work-life balance in the work
environment (Rahman, 2019; Arif & Farooqi, 2014; Yadav & Dabhade, 2014;
Hafeez & Akbar, 2015; Baltes et al., 1999; Reindl et al., 2011; Ko, Hur & Smith-
Walter, 2013; Larsen, 2013, Mukururi & Ngari, 2014; Padma & Reddy, 2014).

This overall effect (Structural results) is presented in Figure 2.
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Figure 2: Structural Model (Hypothesis 1)
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H2: There is a significant gender differences on work-life balance

Table 10: Group Statistics

Std. Std. Error
Sex N Mean Deviation Mean
Work-life Male 203 3.9185 .63860 .04482
balance Female 97 3.9209 .60712 .06164

Source: Field survey, (2020)

In order to achieve this objective, an independent sample t-test was carried
out in SPSS version 25.0 because SMART PLS does not allow for testing
difference for independent variables. The group statistics shows that females had
the highest level of work-life balance than males staff in University of Cape
Coast, given the level of the mean score thresholds (For female: M=3.9209;
SD=0.60712: Male=3.9185; SD=0.63860). It must however be recognized that
this does not support the idea that such difference is statistically significant. This
was assessed through the findings in the Independent Sample T-test (Table 12).

Table 11: Independent Sample T-Test

Levene’s Test
for equality of

variances
F Sig. T p-value  MD
Work- Equal 1.1521 0.219 -0.031 0.975 -0.00243
life variances
balance assumed
Equal -0.032 0.975 -0.00243
variances
assumed

Source: Field survey, (2020)

67

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

Since the findings did not violate the Levene’s Test for Equality of
Variances (p>0.05), the interpretation of the Independent Sample T-Test was
based on “Equal variance assumed”. It was discovered that there was no
statistically significant difference in work-life balance between female staff and
male staff of University of Cape Coast (MD=0.00243; p=0.975: p>0.05). The
finding therefore rejects the hypothesis that there is a significant gender
differences on work-life balance and concludes that male staff and female staff in
University of Cape Coast are faced with same work-life balance issues as far as
this study is concerned.

This finding contradicts the claims that female workers face more work-
life balance issues more than male workers (Asadullah & Fernandez, 2008;
Beham, Drobni¢, Prig, Baierl & Eckner, 2019; Doble & Supriya, 2010; Aziz &
Cunningham, 2008; Mordi et al, 2010). While, some scholars (Aziz & Chang
2013; Bee, Baskar & Vimala, 2013; Madipelli, Sarma & Chinnappaiah, 2013;
Pandu, Balu & Poorani, 2013; Sujata & Singh, 2011; Wattis, Standing & Yerkes,
2013) argued that gender was examined only from the perspective of female (Aziz
& Chang 2013; Bee, Baskar & Vimala, 2013; Madipelli, Sarma & Chinnappaiah,
2013; Pandu, Balu & Poorani, 2013; Sujata & Singh, 2011; Wattis, Standing &
Yerkes, 2013) other stream of studies (Walker, Wang & Redmond, 2008; Warrier,

2013) established that there is non-existence of gender bias in work-life balance.
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H3: There is a significant gender differences on job satisfaction

Table 12: Path Coefficients

Path Coefficients-

diff (Gender Male - p-Value new (Gender Male

vs Gender female)

Gender female)
Work life balance ->
Job satisfaction 0.062 0.471

Source: Field survey, (2020)

The study sought to assess if there is any significant difference in job
satisfaction between male and female workers in Cape Coast University. This was
computed through the multi-group analysis. It was discovered that although male
staff have higher potential to be satisfied on their jobs than female staff, this
difference is however not statistically significant (See Table 13). This also means
relying on this result to come up with gender-based human resource policies
would not produce any desirable expected results. It is therefore implied that the
level of job satisfaction for male and female workers in University of Cape Coast
is same and not different at all, hence calling for equal treatment on work-life
balance issues in this institution.

The study therefore rejects the directional hypothesis that there is a
significant gender differences on job satisfaction in University of Cape Coast.
Comparing to other studies that found no difference in job satisfaction between
female workers and male workers (Gupta & Hyde, 2013; Hasan & Teng, 2017;
Oshagbemi, 2000; Spencer, Deal, Pruthi, Gonzalez, Kirby, Langston & Wallen,
2016), this study conclusively supports such stance. It however contradicts the
position of some previous empirical studies (Burke, 2002; Fatima, Igbal,

Akhwand, Suleman, & Ibrahim, 2015; Kifle & HailemariamDesta, 2012; Okpara,
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Squillace & Erondu, 2005) that held that female workers were less satisfied on

their jobs than male workers in universities.

Hypothesis 4: To assess the effect of gender in moderating the relationship
between WLB and job satisfaction

Table 13: Construct Reliability and Validity

Average
Cronbach's ho A Composite Variance
Alpha - Reliability Extracted
(AVE)
Gender 1.000 1.000 1.000 1.000
Job satisfaction 0.955 0.957 0.960 0.616
Moderating Effect 1  1.000 1.000 1.000 1.000
Work life balance 0.887 0.893 0911 0.596

Source: Field survey, (2020)

According to Hamid, Sami and Sidek (2017) all reliable constructs must
have Cronbach’s Alpha value 0.7 or above . This criterion was met by all the
constructs (Gender-single variable) [1], job satisfaction [0.955], moderating effect
1-Single variable [1], and work-life balance [0.887]) in Table 14. Regarding the
Composite Reliability, it was also found that all the constructs (gender [1], job
satisfaction [0.960], moderating effect 1[1] and work-life balance [0.911]) were
reliable.

The reliability measure rho_A is satisfactory when each construct is higher
than the correlations with all other constructs and must have a threshold of 7.0 or
above (Henseler, 2017). Hence, it can be confirmed from Table 14 that the rho_A
of each construct are greater than correlation values among the latent variables.
Thus, for gender (rho_A=1), job satisfaction (rho_A=0.957), moderating effect

1(rho_A=1) and work-life balance (rho_A=0.893). It is therefore conclusive that
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the constructs were all reliable. Also the AVEs of the variables of interest (Gender
[1], job satisfaction [0.616], moderating effect 1[1] and work-life balance [0.596])
thereby confirming convergent validity of the model.

Discriminate Validity

Table 14: Heterotrait-Monotrait Ratio

Gender Job satisfaction Moderating Effect 1

Job satisfaction 0.080
Moderating Effect 1  0.043  0.086
Work life balance 0.061 0.505 0.157

Source: Field survey, (2020)

It has been argued (Henseler, Ringle & Sarsstedt, 2015; Ringle, Wende &
Becker, 2015) that a HTMT ratio should be below 0.9. The findings in Table 15
showed that all the constructs accurately measured discriminant validity. Thus, for
job satisfaction and gender (0.080), moderating effect 1 and gender (0.043) and
work-life balance and gender (0.061). The other results are presented in Table 19.
Structural Measurement

Henseler, Ringle and Sarstedt (2015) and Hair, Hult, Ringle and Sarstedt,
(2014) opined that an indicator is considered reliable when its outer loading is
higher than 0.7. As clearly shown in Table 16, it can be established that indicators
that loaded above 0.7 are more. Hence, it can be confirmed from Table 16 that all

the constructs have attained values above the minimum threshold value of 0.7.
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Table 15: Outer Loadings

Latent Variable Indicators Loadings P Values

Job Satisfaction

SECC11 0.783 0.000
SECC 12 0.778 0.000
SECC 13 0.719 0.000
SEC C 15 0.797 0.000
SEC C 16 0.751 0.000
SECC 18 0.786 0.000
SECC 19 0.714 0.000
SECC2 0.773 0.000
SECC3 0.743 0.000
SECC4 0.789 0.000
SECC5 0.820 0.000
SECC6 0.857
SECC7 0.840 0.000
SECC8 0.792 0.000
SECC9 0.819 0.000
Work Life Balance
WIPL 15 0.755 0.000
WIPL 16 0.773 0.000
WIPL 17 0.822 0.000
WIPL 18 0.809 0.000
WIPL 25 0.726 0.000
WIPL 26 0.734 0.000
WIPL 27 0.779 0.000
Gender Moderating Effect
Gender 0.945 0.000
Moderating Effect
SECA1 1.000 0.000
Gender

Source: Field survey, (2020)

It can be established from Table 16 that the items that measured the
various constructs (Gender, job satisfaction, work-life balance) under
consideration are reliable in the context of this study and therefore it justifies the
relationship being established among the constructs of interest in this study. The
non-reliable items were dropped through the iteration process during the

validation process of the measurement model (quality criteria) that were to be met
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before one could proceed to analyze the structural model when it comes to
assessing reflective models in SMART pls.
Coefficients

Table 16: Coefficients

Beta T Statistics P Values
Gender -> Job satisfaction -0.054 1.109 0.268
Mo_derat_lng Effect 1 -> Job .0.018 0.409 0683
satisfaction
Work life balance -> Job 0473 10.779 0.000

satisfaction

Source: Field survey, (2020)

The path co-efficient indicates that only work-life balance was significant
positive predictor of job satisfaction among the respondents (Beta=0.473;
p=0.0001: p<0.05) when the effect of other factors in the model were statistically
controlled for. It thus shows that a unit increase in work life balance (as a
construct) will cause 0.473 increase in job satisfaction. Conversely, a decrease in
work-life balance will cause 0.473 decreases in workers’ job satisfaction of
university of Cape Coast. Gender was a negative insignificant predictor of job
satisfaction, given its interaction effect. Mathematically, the regression model is
estimated as follows: Job satisfaction = 0.473*work life balance. This result
proves that gender does not predict job satisfaction significantly as has been held
in some previous empirical studies (Kim, 2005).

Table 17: F-Square and Q-Square

Job satisfaction

F2 QZ
Gender 0.004
Moderating Effect 1 0.000 0.139
Work life balance 0.284

Source: Field survey, (2020)
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Per the thresholds established early on, one can conclude that work life
balance is a moderate predictor of job satisfaction in University of Cape Coast. It
thus means that work-life balance is the only factor that causes weak positive
significant improvement in commitment among workers in University of Cape
Coast given the inclusion of gender and its moderating effect in the same model.
Therefore, it is conclusive that gender has no effect on work-life balance and job
satisfaction hence it is not managerially prudent for management of University of
Cape Coast to design gender-based work-life balance-job satisfaction policies and
practices.

It (gender) thus fails to alter the direction as well as the strength of the
connection regarding balancing an individual’s life and job satisfaction. Simply
put, there should be no preferential treatment based on gender when it comes to
work-life balance issues in so far as the quest to promoting job satisfaction among
workers in University of Cape Coast is concerned. The findings support the claim
made in some empirical studies that job satisfaction does not vary significantly by
gender (Watanabe, 2010) it contradicts that claim that gender moderates the
relationship between job satisfaction and work-life balance (Haar, Russo, Sufie &
Ollier-Malaterre, 2014).

With reference to Q% some researchers (Gotz, Liehr-Gobbers & Krafft,
2010; Hair et al., 2014; Hair et al., 2016) opined that value of the value of 0.139
indicates that the entire model has a small to medium predictive relevance on job
satisfaction. This does suggest that the model to some extent has predictability on

job satisfaction among the teaching staffs at UCC.
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Co-efficient of Determination

The R? values in the structural model determine its general goodness of fit.
It has been stated that the R? value of 0.25 is considered as weak, 0.5 is moderate
and 0.75 is large (Hock & Ringle, 2006; Hair et al., 2014; Garson, 2016).

Table 18: R?

R? R? Adjusted

Job satisfaction 0.232 0.224

Source: Field survey, (2020)

From the results in Table 19, it can be seen that work-life balance
contributes 23.2% positive improvement in job satisfaction. It thus shows that
work-life balance accounts for a statistically significant positive but weak
variance in job satisfaction and this is supported by some empirical claims
(Harini, Luddin & Hamidah, 2019) when it was held that work-life balance
positively influences the level of job satisfaction among workers in universities
especially among lecturers. This overall effect (Structural results) is presented in

Figure 3.
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Figure 3: Structural Model (Hypothesis 4)
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Hypothesis 5: To Examine the effect of WLB on organizational commitment
among teaching staff at University of Cape Coast
Measurement Model

Table 19: Construct Reliability and Validity

Average
Cronbach'’s ho A Composite Variance
Alpha = Reliability Extracted
(AVE)
Employee commitment  0.901 0.906 0.920 0.565
Personal . Tife " 269 0.785 0.862 0.678
interference with work
Work interference with g5, 0.933 0.923 0.750
personal life
Work peEeliiiiE 0.824 0.825 0.895 0.739
enhancement

Source: Field survey, (2020)

To be reliable, the constructs must have Cronbach’s Alpha value 0.7 or
above (Hamid, Sami & Sidek, 2017). This criterion was met by all the constructs
(Employee commitment [0.901], personal life interference with work [0.761],
work interference with personal life [0.891], work persoonal life enhancement
[0.824]) in Table 20, regarding the Compiste Relaibility, it was also found that all
the constructs (Employee commitment [0.920], personal life interference with
work [0.862], work interference with personal life [0.923] and work personal life
enhancement [0.895]) were reliable (Ringle, Wende & Becker, 2015).

The reliability measure rho_A is satisfactory when each construct is higher
than the correlations with all other constructs and must have a threshold of 7.0 or
above (Henseler, 2017). Hence, it can be confirmed from Table 14 that the rho_A
of each construct are greater than correlation values among the latent variables.

Thus, for employee commitment (rho_A=0.906), personal life interference with
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work (rho_A=0.785), work interference with personal life (rho_A=0.933) and
work personal life enhancement (rho_A=0.825). It is therefore conclusive that the
constructs were all reliable. The AVEs for the constructs (Employee commitment
[0.565], personal life interference with work [0.678], work interference with
personal life [0.750] and work personal life enhancement [0.739]) thereby
confirming convergent validity of the model.

Table 20: Discriminant Validity

| Work
Personal life .
Employee . interference
: interference .
commitment . with personal
with work life
Pe:rsonal life interference 0.409
with work
Work mte_rference with 0.394 0132
personal life
Work personal life 0.476 0.189 0.683
enhancement

Source: Field survey, (2020)

It has been argued (Henseler, Ringle & Sarsstedt, 2015; Ringle, Wende &
Becker, 2015) that a HTMT ratio should be below 0.9. The findings in Table 21
showed that all the constructs accurately measured discriminat validity. Thus, for
personal life interference with work and employee commitment (0.409), work
interference with personal life (0.394), and work personal life enhancement

(0.476).

Structural Model
Henseler, Ringle and Sarstedt (2015) and Hair, Hult, Ringle and Sarstedt,
(2014) opined that an indicator is considered reliable when its outer loading is

higher than 0.7. As clearly shown in Table 22, it can be established that indicators
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that loaded above 0.7 are more. However, the average variance extracted (AVE)
can be used as a benchmark to determine indicators to be removed from the
model. Against this assertion, some of the indicators have not been deleted due to
the attainment of AVE. Hence, it can be confirmed from Table 22 that all the
constructs have attained values above the minimum threshold value of 0.7.

Table 21: Outer Loadings

Latent Variable Indicators Loadings P Values
Employee Commitment
AC5 0.665 0.000
AC 8 0.682 0.000
CC12 0.647 0.000
CC 15 0.683 0.000
NC 19 0.764 0.000
NC 20 0.862 0.000
NC 21 0.742 0.000
NC 22 0.849 0.000
NC 23 0.830 0.000
Personal Life Interference with Work
PLIW 20 0.726 0.000
PLIW 21 0.864 0.000
PLIW 22 0.872 0.000
WIPL 15 0.828 0.000
WIPL 16 0.862 0.000
WIPL 17 0.897 0.000
WIPL 18 0.875 0.000
Work Personal Life Enhancement
WPLE 25 0.857 0.000
WPLE 26 0.870 0.000
WPLE 27 0.852 0.000

Source: Field survey, (2020)

It can be concluded from Table 22 that employee commitment, personal
life interference with work, work interference with personal life and work
personal life enhancement are more than 0.7. The outer loadings are single
regression results with a particular indicator in the measurement model as

independent variable (Hair, Hult, Ringle & Sarstedt, 2014). This finding proved
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that the items that measured the various constructs (personal life interference with
work, work interference with personal life, work personal life enhancement and
employee commitment) under consideration are reliable in the context of this
study and therefore it justifies the relationship being established among the
constructs of interest in this study.

The non-reliable items were dropped through the iteration process during
the validation process of the measurement model (quality criteria) that were to be
met before one could proceed to analyze the structural model when it comes to
assessing reflective models in PLS-SEM.

Path Coefficients

Table 22: Coefficients (Unstandardized)

Beta T Statistics P Values

Personal life interference with work ->

. -0.283  6.357 0.000
Employee commitment
Work mterferenc_e with personal life -> 0.199 4126 0.000
Employee commitment
Work personal life enhancement -> 0.255 4.099 0.000

Employee commitment

Source: Field survey, (2020)

The path co-efficient indicates that personal life interference with work
was substantial but negative predictor of employee commitment among the
respondents (Beta=-0.283; p=0.0001: p<0.05). It thus shows that a rise in one’s
life could influence its work (as a construct) will cause 0.283 fall in employee
commitment. Conversely, a decrease in one’s life with work will cause 0.283 rise
in employee commitment among workers of University of Cape Coast.

On the contrary, it was discovered that work interference with personal

life contribute in predicting the difference in employee commitment. This claim is
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supported that these facts: Beta = (0.199); p=0.0001: p<0.05). This finding
indicates that a unit increase in work interference with personal life (as a
construst) will cause 0.199 increase in employee commitment. In contrast, a
decrease in work interference with personal life will cause 0.199 fall in employee
commitment.

Furthermore, the study revealed that work personal life enhancement
contribute substantially in predicting the difference with respect to employee
commitment. This claim is supported by these facts: Beta = (0.255); p=0.0001:
p<0.05). This finding indicates that an increase in work personal life enhancement
(as a construst) will cause 0.255 increase in employee commitment. In contrast, a
decrease with regards to work personal life enhancement will cause 0.255
reduction in employee commitment. Mathematically, the estimated regression
model is presented as follows: Employee commitment = -0.283*personal life
interference with work + 0.199*work interference with personal life +
0.255*work persoonal life enhancement.

It is therefore vital for management of University of Cape Coast to
maintain or improve the measures of work interference with personal life and
work personal life enhancement if they are to improve the level of employee
commitement among the workforce of the university. Relying on personal life
interference with work would rather reduce the level of commitment among the
workforce of the university, hence demanding drastic strategic human resource
actions to improve the measures of this construct (Work interference with

personal life) in the context of this study.
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This claim is based on the fact that this construst had a negative
association with employee commitment. This finding support the claim made in
some previous empirical studies that employee commitment is enhanced through
work-life balance (Shabir & Gani, 2020; Talukder, 2019; Emre & De Spiegeleare,
2019; Nguru, 2018; Arif & Farooqi, 2014; Darko-Asumadu, Sika-Bright & Osei-
Tutu, 2018; Pradhan, Jena & Kumari, 2016; Friedman & Greenhaus, 2000;
Goldberg, Greenberger, Koch-Jones, O’Neil, & Hamill, 1989; Roehling,
Roehling, & Moen, 2001).

Effect Size and Predictive Relevance

Table 23: F-Square and Q- Square

Employee commitment
2

F Q°
Personal life interference with work 0.108
Work interference with personal life 0.036 0.246
Work personal life enhancement 0.057

Source: Field survey, (2020)

Per the thresholds established early on, one can conclude that the entire
components of work life balance are weak predictors of employee commitment in
University of Cape Coast. Personal life interference with work seem to be
strongly related to predicting employee commitment among staff of University of
Cape Coast than the other remaining predictors although such contribution was
negatively related to the dependent variable-employee commitment.

With reference to Q% some researchers (Gotz, Liehr-Gobbers & Krafft,
2010; Hair et al., 2014; Hair et al., 2016) opined that value of 0.246 indicates that

the entire model has a medium predictive relevance on employee commitment.
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This does suggest that the model has predictability on employee commitment

among the teaching staffs at UCC.

Co-efficient of Determination

The R? values in the structural model determine its general goodness of fit.
It has been stated that the R® value of 0.25 is considered as weak, 0.5 is moderate
and 0.75 is large (Hock & Ringle, 2006; Hair et al., 2014; Garson, 2016).

Table 24: R-Square

R° R® Adjusted

Employee commitment 0.276 0.269

Source: Field survey, (2020)

From the results in Table 25, it can be seen that work-life balance as
measured by personal life interference with work, work interference with personal
life and work personal life enhancement accounted for 27.6% substantial
improvement in employee commitment. This confirms the claims by some
empirical studies that idealized that work-life balance has the capacity to induce
significantly, a positive variance in the level of employee commitment (Arif &
Farooqi, 2014; Forsyth & PolzerDebruyne, 2012; Hasan & Teng, 2017; Reindl et

al., 2011). This overall effect (Structural results) is presented in Figure 4.
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Structural Model
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Figure 4: Structural Model (Hypothesis 5)
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H6: There is a significant gender differences in employee commitment of
teaching staff

Table 25: Path Coefficients-

Path Coefficients- p-Value new
diff (Gender Male - (Gender Male vs
Gender female) Gender female)
Work_llfe balance -> Job 0.062 0.464
commitment

Source: Field survey, (2020)

The study sought to assess if there is any significant difference in job
commitment between male and female workers in Cape Coast University. It was
discovered that although male staff have higher potential to be committed with
their jobs than female staff, this difference is however not statistically significant
(See Table 26). It is therefore implied that the level of commitment for male and
female workers in University of Cape Coast is same and not different at all, hence
calling for equal treatment on work-life balance issues in this institution without
any consideration of gender issues.

The finding therefore rejects the hypotheses that “There is a significant
gender difference in commitment of academic staff.” This contradicts some
claims that men and women differ in commitment (Andersén & Andersén, 2019;
Akintayo, 2010; Seong, Hong & Park, 2012). From a more directional
perspective, this finding therefore contradicts the claim that female workers have
higher tendency to be committed than their male counterparts (Redmond &

McGuinness, 2019; Hodson, 1983).
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Hypothesis 7: To Assess the Effect of Gender in Moderating the Relationship
between WLB and Employee Commitment
Measurement Model

Table 26: Construct Reliability and Validity

Average
Cronbach's ho A Composite Variance
Alpha — Reliability Extracted
(AVE)
Employee commitment  0.911 0.918 0.931 0.694
Gender 1.000 1.000 1.000 1.000
Moderating Effect 1 1.000 1.000 1.000 1.000
Work life balance 0.887 0.895 0.911 0.594

Source: Field survey, (2020)

According to Hamid, Sami and Sidek (2017) all reliable constructs must
have Cronbach’s Alpha value 0.7 or above . This criterion was met by all the
constructs (Employee commitment [0.911] Gender-single variable [1],
moderating effect 1-Single variable [1], and work-life balance [0.887]) in Table
23 regarding the Compiste Reliability, it was also found that all the constructs
(gender [1], employee commitment [0.931], moderating effect 1[1] and work-life
balance [0.911]) were reliable.

The reliability measure rho_A is satisfactory when each construct is higher
than the correlations with all other constructs and must have a threshold of 7.0 or
above (Henseler, 2017). Hence, it can be confirmed from Table 14 that the rho_A
of each construct are greater than correlation values among the latent variables.
Thus, for gender (rho_A=1), employee commitment (rho_A=0.918), moderating
effect 1(rho_A=1) and work life balance (rho_A=0.885). It is therefore conclusive

that the constructs were all reliable. The AVEs for the constructs (Gender [1],
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employee commitment [0.694], moderating effect 1[1] and worklife balance
[0.596]) thereby confirming convergent validity.
Discriminant Validity

Table 27: Heterotrait-Monotrait Ratio

Employee Moderatin
con?mi)t/ment Gender Effect 1 )
Gender 0.049
Moderating Effect 1 0.090 0.043
Work life balance 0.470 0.061 0.155

Source: Field survey, (2020)

It has been argued (Henseler, Ringle & Sarsstedt, 2015; Ringle, Wende &
Becker, 2015) that a HTMT ratio should be below 0.9. The findings in Table 28
showed that all the constructs accurately measured discriminat validity. Thus, for
gender and employee commitment (0.049), moderating effect 1 and employee
commitment (0.090) and work-life balance and employee commitment (0.476).

The other results are presented in Table 24.

Structural Measurement

As clearly shown in Table 29, it can be established that indicators that
loaded above 0.7 are more and reliable. However, the average variance extracted
(AVE) can be used as a benchmark to determine indicators to be removed from
the model. Against this assertion, some of the indicators have not been deleted
due to the attainment of AVE. Hence, it can be confirmed from Table 29 that all

the constructs have attained values above the minimum threshold value of 0.7.
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Table 28: Outer Loadings

Latent Variable Indicators Loadings P Values
Employee Commitment
AC 2 0.737 0.000
NC 19 0.828 0.000
NC 20 0.900 0.000
NC 21 0.818 0.000
NC 22 0.869 0.000
NC 23 0.838 0.000
Work Life Balance
WIPL15 0.746 0.000
WIPL16 0.758 0.000
WIPL17 0.820 0.000
WIPL18 0.806 0.000
WPLE25 0.737 0.000
WPLE26 0.740 0.000
WPLE27 0.785 0.000
Work life balance * 0.000
Gender
Moderating Effect .
1
SECA1 Gender 1.000 0.000

Source: Field survey, (2020)

It can be inferred from the findings in Table 29 that the items that
measured the various constructs (Gender, employee commitment, work-life
balance) under consideration are reliable in the context of this study and therefore
it justifies the relationship being established among the constructs of interest in
this study. The non-reliable items were dropped through the iteration process
during the validation process of the measurement model (quality criteria) that
were to be met before one could proceed to analyze the structural model when it

comes to assessing reflective models in SMART pls.
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Table 29: Path Coefficients

Beta T Statistics P Values
Gender > Employee 053 0.902 0.368
commitment
Moderating ~ Effect 1 > 4,50 133 0.894
Employee commitment
Work life balance -> Employee 0.443 9.982 0.000

commitment

Source: Field survey, (2020)

The path co-efficient indicates that only work life balance (as measured in
Table 30) was a positive significant predictor of commitment among the
respondents (Beta=0.443; p=0.0001: p<0.05). It thus shows that a unit increase in
work life balance (as a construct) will cause 0.443 increase in employee
commitment. In contrast, a drop in work-life balance will cause 0.443 decreases
in commitment of workers of UCC. Gender was a positive insignificant predictor
of employee commitment, given its negative insignificant interaction effect.
Mathematically, the regression model is estimated as follows: Employee
commitment = 0.443*work life balance.
Effect Size and Predictive Relevance

Table 30: F-Square and Q-Square

Employee commitment

Gender 0.004
Moderating Effect 1 0.000 0.210
Work life balance 0.238

Source: Field survey, (2020)

Per the thresholds established early on, one can conclude that work life
balance is a moderate predictor of employee commitment in UCC. Again, the
moderation effect shows a insignificant moderation by gender in the predictive

connection regarding work-life balance and employee commitment in UCC.
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Therefore, it is conclusive that gender has no effect on work-life balance and
commitment of employees hence it is not managerially prudent for management
of UCC to design gender-based work-life balance-commitment policies and
practices.

It thus fails to alter the direction as well as the strength of relationship
between work-life balance and employee commitment. Simply put, there should
be no preferential treatment based on gender when it comes to work-life balance
issues in so far as the quest to promoting commitment among workers in
University of Cape Coast is concerned. This finding supports the assertion that the
connection regarding gender and employee is not significant (Amjad Ali, Kundi,
Qureshi & Akhtar, 2014).

With reference to Q? some researchers (Gotz, Liehr-Gobbers & Krafft,
2010; Hair et al., 2014; Hair et al., 2016) opined that value of 0.210 indicates that
the entire model has a small to medium predictive relevance on employee
commitment. This does suggest that the model to some extent has predictability

on employee commitment among the teaching staffs at UCC.

Co-efficient of Determination

The R? values in the structural model determine its general goodness of fit.
It has been stated that the R* value of 0.25 is considered as weak, 0.5 is moderate
and 0.75 is large (Hock & Ringle, 2006; Hair et al., 2014; Garson, 2016).

Table 31: R-Square

R Square R Square Adjusted
Employee commitment 0.197 0.189
Source: Field survey, (2020)
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From the results in Table 32, it can be seen that work-life balance
contributes 19.7% positive improvement in employee commitment. In the
presence of gender and its interaction effect with work-life balance, the study
reveals a non-significant. This overall effect (Structural results) is presented in

Figure 5.
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Figure 5: Structural Model (Hypothesis 7)
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Introduction

The study sought to assess the effect of work-life balance on job
satisfaction and commitment among workers in University of Cape Coast, after
controlling for the moderating effect of gender. The previous chapter provided
information regarding the results obtained in respective of the specific research
objectives as well as hypotheses tested. This chapter provides information
concerning summary of the findings, conclusions drawn as well as the
recommendations offered in respect of the objectives and hypotheses considered

in the study.

Summary

The first objective sought to examine the effect of work-life balance on
job satisfaction among teaching staff of Cape Coast University. It was discovered
that both work interface with personal life and work personal life enhancement
individually improve job satisfaction among the respondents slightly (Weak
contributions). Personal life interface with work on the other hand reduces the
level of job satisfaction among workers in University of Cape Coast. This was
statistically significant. However, work personal life enhancement made the
strongest substantial contribution to predicting the positive significant difference
regarding job satisfaction. Collectively, it was discovered that work-life balance

(As measured by personal life interface with work, work interface with personal
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life and work personal life enhancement) accounted for 27.0% (weak variance)
positive improvement in job satisfaction among the respondents.

Furthermore, the second objective of the study sought to assess the effect
of work-life balance on organizational commitment among teaching staff of
University of Cape Coast. It was found that all the various components of work
life balance are weak predictors of employee commitment in University of Cape
Coast. Personal life interface with work seem to be strongly related to predicting
employee commitment among staff of University of Cape Coast than the other
remaining predictors although such contribution was negatively related to the
dependent variable-employee commitment. The other predictors such as work
interface with personal life and work personal life enhancement however
contributions to predicting employee commitment. The coefficient of
determination result shows that work life balance accounted for 27.6% difference
in the level of employee commitment.

The third objective also sought to examine the effect of gender in
moderating the relationship between work-life balance and job satisfaction in
University of Cape Coast. It was discovered that gender does not statistically
moderate the predictive relationship between work-life balance and job
satisfaction in University of Cape Coast although gender had a negative
insignificant association with job satisfaction. In a single model with gender, the
study proved that work-life balance is a major predictor of job satisfaction and

that it accounted for a weak difference in job satisfaction in.
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The fourth objective of the study was to examine the effect of gender in
moderating the link between work-life balance and employee commitment. It was
discovered that gender has no moderating effect on work-life balance and
commitment of employees hence it is not managerially prudent for management
of University of Cape Coast to design gender-based work-life balance-
commitment policies and practices. Gender thus fails to alter the direction as well
as the strength of relationship between work-life balance and employee
commitment. Work-life balance however still constructive but weak difference
regarding employee commitment in University of Cape Coast. Regarding the test
of difference between male staff and female staff of University of Cape Coast on
the level of commitment, it was discovered that although male staff have higher
potential to be satisfied with their jobs than female staff, this difference is
however not statistically significant.

Regarding the relationship between work-life balance (as measured by
work interference with personal life, personal interference with work and work
personal life enhancement) as measured by work interference with personal life,
personal life interference with work and work personal life enhancement) and job
satisfaction among workers in University of Cape Coast, it was discovered that
there was a statistically significant but positive weak relationship between work
interference with personal life and job satisfaction. Similar finding was obtained
in the case of the relationship between work personal life enhancement and job

satisfaction. On the other hand, it was discovered that there was a statistically
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significant negative weak correlation between personal life interference with work
and job satisfaction among workers in University of Cape Coast.

The link between work-life balance (as measured by work interference
with personal life, personal interference with work and work personal life
enhancement) and employee commitment, the study proved that there was a
statistically significant small positive correlation between work interference with
personal life and employee commitment among staff in University of Cape Coast.
Similarly, it was discovered that there was a statistically significantly positive
weak association between personal life interference with work and employee
commitment. In the same fashion, it was found that there was a statistically
significant positive weak correlation between work personal life enhancement and
employee commitment.

Regarding test of difference on gender on work-life balance, it was
discovered that although female workers have higher levels of work-life balance
issues, this does not mean that such difference compared with that of male
workers in University of Cape Coast was statistically significant. The study
sought to assess if there is any significant difference in commitment between male
and female workers in Cape Coast University. This was computed through the
multi-group analysis. It was discovered that although male staff have higher
potential to be committed to their jobs than female staff, this difference is
however not statistically significant. The study sought to assess if there is any
significant difference in job satisfaction between male and female workers in

Cape Coast University. It was discovered that although male staff have higher
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potential to be satisfied with their jobs than female staff, this difference is

however not statistically significant.

Conclusions

It is evidentially established empirically that work-life balance causes a
weak positive variance in job satisfaction among staff of University of Cape Coast
and therefore, work-life balance components such as work interference with
personal life and personal life enhancement must be managed prudentially to
induce job satisfaction among workers of the university. On the other hand,
Personal life interference with work reduces employee job satisfaction in Cape
Coast University. Again, it established that all the various components of work
life balance including personal life interface with work, work interface with
personal life and work personal life enhancement are weak predictors of
employee commitment in University of Cape Coast. Work life balance established
27.6% difference in the level of employee commitment.

Regarding the moderation effects, it is now established that gender does
not statistically moderate the predictive relationship between work-life balance
and job satisfaction in University of Cape Coast although gender had a negative
insignificant association with job satisfaction. Again, gender has no moderating
effect on work-life balance and commitment of employees in University of Cape
Coast. The variables of work-life balance have some statistically significant weak
associations with both employee commitment and job satisfaction in University of

cape Coast. However, in the case of job satisfaction, personal life interference
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with work correlates with it negatively. In the cases of tests of differences, it now
empirically established that there are no gender differences in terms of employee
commitment, job satisfaction and work-life balance among workers in University

of Cape Coast.

Recommendations

Following the results of this investigation, it is recommended that the
various stakeholders should rely on the practical recommendations to improve
work-life balance, job satisfaction and employee commitment, particularly in
University of Cape Coast. Since it was found that personal life interference with
work and this produces negative impact on the level of job satisfaction and the
level of employee commitment, it is recommended to the management of
University of Cape Coast, and for that matter the Human Resource Unit, to put in
measures that would give staff enough time to enjoy their personal lives without
limiting their potential to execute their official duties. One of such interventions
could be policies that encourage holidays among staff of University of Cape
Coast. Clauses in employment regulation such as “use it or lose it” in leave policy
of the University is one of the surest ways to tie employees to taking on holidays.

Another means that could be used is the possibility of encouraging
employees to take short breaks throughout the working day. This may end up
producing environment that makes employees more attentive, fewer burned out
and highly productive in the long run. This is against the backdrop that human

body is not intended to stay ideal and less productive during working hours and

98

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

doing such thing may end up causing strain on the body and mental strength as
well. The University management should take up initiatives to see to it that
workers rest through these options can provide indirect impetus to encourage
workers to comply. Other strategies such as creating flexible work schedules,
building teams, allowing unpaid time off for life events. These interventions may
in the long run produce satisfied and committed workers for the university.

Undertaking initiatives that aid in the identification of early warning signs
of work burn out may provide means to ensure healthy and productive workforce
for the University of Cape Coast. Industrial psychological intervention
programmes can be relied on by the university periodically in order to audit the
work-life balance situation among all classes of staff so as to inform the design
and implementation of timely tailored in interventions. Particularly by
encouraging employees to be self-aware about their personalities and tendencies,
the university can create harmonious working environment for all stakeholders,
particularly its workforce. Establishing fitness and exercise and mediation
programmes by the university can also boost the health and lifestyle of workers in
the University.

Again, the university can also adopt the Gold Standard strategies proposed
by the United Nations (Brough & O'Driscoll, 2010) in its work-life balance policy
so as to create sword edged balance between work life and family life. Notable
among such interventions are job sharing, compressed work week, overtime
compensation for all workers, children facilities or child care allowance and

specific work-life balance activities.
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The design and implementation of work-life balance policies in University
of Cape Coast should be tailored to address the needs of all manner of workers
without discrimination based particularly on gender of staff in the university in so
far as the quest to enhancing job satisfaction and employee commitment is
concerned. Thus, creation of gender supportive climate and institutional support
would not yield any useful organization-wide results in terms of solving issues
concerning work-life balance, job satisfaction and employee commitment. This
generic approach to designing interventions is being advocated for owing to the
fact that both the moderation analysis and test of difference results proved that
gender failed to alter the direction and strength of the predictive relationships
between work-life balance on one hand and job satisfaction and employee
commitment on the other hand.

Besides, the study proved that there are no statistically significant
differences on job satisfaction, commitment and work-life balance in University

of Cape Coast.

Suggestions for Further Studies

Further studies should be conducted to examine the mediating effect of
social support in the supposedly work-life balance-job satisfaction predictive
association in all public universities in Ghana to address the inconclusive findings
in previous studies. Conducting further studies in all the public Universities would
give a general representation on work-life balance. Other demographic

characteristics such as age, job position, class of qualification, marital status,
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number of dependence and so forth could also be controlled for or treated as

moderators in similar studies in University of Cape Coast and beyond.
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APPENDICES
APPENDIX A: QUESTIONNAIRES
UNIVERSITY OF CAPE COAST
COLLEGE OF HUMANITIES AND LEGAL STUDIES
SCHOOL OF BUSINESS
DEPARTMENT OF MANAGEMENT STUDIES

QUESTIONNAIRE FOR TEACHING STAFF

Dear Sir/Madam,

| am a student of the above-mentioned institution, pursuing a Master of
Commerce (Management). The purpose of this questionnaire is to find out the
effect of work-life balance on job satisfaction and employee commitment: a
moderating role of gender. Your cooperation and opinions are very important to
the success of the study and will be kept confidential. The information obtained
from the questionnaire will in no way reflect the identities of the individuals
participating.

Informed Consent

I have read the above introduction to the questionnaire and agree to complete the
questionnaire under the stated conditions. Please tick, if you agree to participate

in the study.

Section A: Demographic Data

Kindly provide the appropriate response and tick [ \] the box that correctly
describes you.

1. Sex: Male Female ||
2. Age..........
3. Marital Status: Single L Married Divorced 7
4. Highest level of Qualification: Assistant Lecturer Lecturer [ |
Associate Professor || Other Please Specify ...............
5. Please indicate your College: Distance Education Education
Studies Humanities and Legal Studies Health and Allied Sciences

Agriculture and Natural Sciences
Please indicate your department: ...........................
6. How long have you been working with the university?
0-5 years 6-10 years 11-15 years 16-20 years 21years and

above

7. Are you living with your spouse or partner? Yes No

8. Is your spouse working full-time? Yes No

9. Indicate the number of hours you work per day
8 hours above 8 hours

10. Indicate the number of hours you work per week .............

11. What time do you normally get to work?..............cccevvenen. and what time
do you close?.............

12. Do you have children? Yes No How many children do
you have?.................

Indicate their ages..........cccovveiiiiiiiiiiiiiin,
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13. Primary sources of childcare: Day care center spouse family
members Friends ___! None of the above Please specify others
14. Do you have other dependent living with you? Yes No

15. Indicate the number ........oovnnieiiiieiiiiia e,
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With respect to your own feelings about the relationship between your work and
personal life. Please indicate the degree of your agreement with each statement by
ticking the most appropriate column: where 1 — fairly agree, 2 — slightly agree, 3
— agree, 4 — highly agree, 5 — very highly agree. Please indicate your degree of
agreement (1-5) to organizational WLB in your institution by ticking (V) the
appropriate answer of your choice.

WORK-LIFE BALANCE 23 |4
Work Interference with Personal Life (WIPL)
14. | My personal life suffers because of work
15. | My job makes personal life difficult
16. | I neglect personal needs because of work
17. | I put personal life on hold for work
18. | I miss my personal activities because of work
Personal Life Interference with Work (PLIW)
19. | I struggle to juggle work and non-work
20. | I am happy with the amount of time for non-work activities
21. | My personal life drains me of energy for work
22. | 1 am too tired to be effective at work
23. | My work suffers because of my personal life
24. | | find it hard to work because of personal matters
Work Personal Life Enhancement (WPLE)
25. | My personal life gives me energy for my job
26. | My job gives me the energy to pursue personal activities
27. | I am in a better mood at work because of my personal life
28. | I am in a better mood because of my job
SECTION C: JOB SATISFACTION
The table below gives a description of your job satisfaction which you experience
during your daily routine. Please kindly indicate your assessment of each item
from where 1 - fairly satisfied, 2 — slightly satisfied, 3 — satisfied, 4 — highly
satisfied, 5 — very highly. Please estimates for each point by ticking (V) the
appropriate answer of your choice.
Job Satisfaction 1 2|34

1. | Being able to keep busy all the time

2. | The chance to work alone on the job.

3. | Inmy present job, this is how I feel about my chance to do
different things from time to time

4. | The chance to be “somebody” in the community
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5. | Inmy present job, this is how I feel about the way management
handles all employees

6. | In my present job, this is how I feel about the competence of my
supporting staff.

7. | Inmy present job, this is how I feel about me being able to do
things that don’t go against my conscience.

8. | The way my job provides for steady environment.

9. | Inmy present job, this is how I feel about the chance to do things
for other people.

10. | In my present job, this is how I feel about the chance to tell people
what to do

11. | In my present job, this is how | feel about my chance to do
something that makes use of my abilities

12.  The way company policies are put into practice

13. | My pay and the amount of work I do.

14. | The chance for advancement in this job.

15. ' In my present job, this is how | feel about my freedom to use my
own judgment.

16.  In my present job, this is how I feel about my chance to try my
own methods of doing the job.

17. | In my present job, this is how I feel about working conditions.

18. | In my present job, this is how | feel about the way my co-workers
get along with each other

19. | In my present job, this is how I feel about the recognition | get for
doing a good job

20. | The feeling of accomplishment | get from the job
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SECTION D: EMPLOYEE COMMITMENT
The table below is a series of statements that represent feelings that Teaching staff
might have about the University for which they work. With respect to your own
feelings about the university for which you are now working. Please kindly
indicate your assessment of each item from where 1 — fairly agree, 2 — slightly
agree, 3 — agree, 4 — highly agree, 5 — very highly agree. Please estimates for
each point by ticking (V) the appropriate answer of your choice

Affective Commitment (AC) 1.2 3
1. | I'would be very happy to spend the rest of my career with this
organization.
2. | enjoy discussing my organization with people outside it.

3. | Ireally feel as if this organization’s problems are my own.

>

| think that | could easily become as attached to another
organization as | am to this one.

I do not feel like “part of the family’ at my organization.

I do not feel ‘emotionally attached’ to this organization.

This organization has a great deal of personal meaning for me.

@ N o O

I do not feel a ‘strong’ sense of belonging to my organization.

Continuance Commitment (CC)

9. | Iam not afraid of what might happen if I quit my job without
having another one lined up.

10. | It would be very hard for me to leave my organization right
now, even if | wanted to

11. | Too much in my life would be disrupted if | decided to leave my
organization now.

12. | It wouldn’t be too costly for me to leave my organization now.

13. | Right now, staying with my organization is a matter of necessity
as much as desired.

14. | | feel that | have very few options to consider leaving this
organization.

15. | One of the few serious consequences of leaving this
organization would be the scarcity of available alternatives.
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16. | One of the major reasons | continue to work for this
organization is that leaving would require considerable personal
sacrifice—another organization may not match the overall
benefits | have here.

Normative Commitment (AC)

17. | 1think that people these days move from company to company
too often.

18. | 1 do not believe that a person must always be loyal to his or her
organization.

19. | Jumping from organization to organization does not seem at all
unethical to me.

20. | One of the major reasons | continue to work in this organization
is that | believe loyalty is important and therefore feel a sense of
moral obligation to remain.

21. | If | got another offer for a better job elsewhere | would not feel
it was right to leave my organization.

22. | | was taught to believe in the value of remaining loyal to one
organization.

23. | Things were better in the days when people stayed in one
organization for most of their careers.

24. | 1 do not think that to be a ‘company man’ or ‘company woman’
is sensible anymore.

THANK YOU FOR YOUR PARTICIPATION.
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APPENDIX B: COMMON METHOD BIAS EXTRACTION

Total Variance Explained

Component | Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Variance | Cumulative % | Total % of Variance | Cumulative %

1 21.223 | 35.971 35.971 21.223 | 35.971 35.971

2 5.348 | 9.065 45.037

3 3.887 |6.588 51.624

4 2.738 4.641 56.266

5 2.289 | 3.880 60.146

6 2.139 3.625 63.771

7 1.913 3.242 67.014
1.595 2.703 69.717

9 1.430 2.424 72.142

10 1.118 1.894 74.036

11 1.083 1.836 75.872

12 .899 1.524 77.397

13 .890 1.508 78.905

14 797 1.350 80.255

15 .679 1.150 81.406

16 .652 1.104 82.510

17 .601 1.019 83.529

Extraction Method: Principal Component Analysis.
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